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ABSTRACT 
BARRIERS TO FEMALE PRINCIPALS: PERCEPTIONS OF 
FEMALE HIGH SCHOOL ADMINISTRATORS IN GEORGIA 
DECEMBER 2000 
JANE SPIRES HILLIARD 
B. S. GEORGIA COLLEGE 
M. Ed. GEORGIA SOUTHWESTERN COLLEGE 
Ed. S. GEORGIA SOUTHWESTERN COLLEGE 
Ed. D. GEORGIA SOUTHERN UNIVERSITY 
Directed by: Professor Ron Davison 
The purpose of this study was to determine what factors female high school 
principals and assistant principals in Georgia perceived as barriers to women entering high 
school principalships. The factors presented to the participants were determined by a 
thorough review of the literature. 
A survey instrument with two sections was developed. Section one consisted of 
12 factors often mentioned as barriers to women entering high school principalships. 
These factors were rated on a Likert scale which ranged from strongly agree to strongly 
disagree. Participants were also given the opportunity to list any other factors they 
perceived as barriers. The second section included seven demographic questions. All 
female high school principals in Georgia were invited to participate and an equal number 
of assistant principals were randomly selected and invited to participate. Of the 62 female 
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high school principals, 43 completed and returned surveys. An equal number of assistant 
principals also completed and returned surveys. 
The findings of this study indicated a majority of principals viewed seven of the 12 
factors as barriers to women seeking high school principalships, while a majority of 
assistant principals viewed 10 of the 12 factors as barriers. About one-third of both 
principals and assistant principals listed other factors they perceived as barriers. Among 
the ones mentioned most often were the perception that women could not handle high 
school athletic programs and "the good old boy network." 
Section two indicated that the typical female high school principal was 50 to 54 
years of age, was married, held an Ed. S. degree, had 11 to 15 years of classroom 
experience, had held her present position from 1 to 5 years, and was employed by a 
suburban school system in a school with a student population of 1000 to 1500. The 
indications for the typical assistant principal were similar to those of the principal. She 
was 50 to 54 years of age, was married, held an Ed. S. degree, had from 11 to 20 years of 
classroom experience, had been in her present position from 1 to 5 years, and was 
employed by a rural school system in a school with a student population of 1000 to 1500. 
The demographic characteristics were analyzed to determine their impact on the 
perceptions of the participants. None of the characteristics were found to significantly 
impact the perceptions of female high school principals and assistant principals in Georgia. 
Though the findings of this study indicated that both female high school principals and 
assistant principals perceived a number of factors as barriers to females seeking positions 
as high school principals, assistant principals held stronger perceptions for almost all 
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CHAPTER I 
INTRODUCTION 
Genera] Introduction 
Although the number of women in administrative positions in schools had 
increased by the 1990s, the causes of underrepresentation of females in high school 
principalships continued to be a source of concern (Mertz & McNeely, 1998). Males 
continued to dominate those positions even though females were represented in larger 
numbers in the teaching profession (Mertz & McNeely). 
In 1998, state and national statistics indicated that about 20% of principals in 
public high schools in the United States were females. In schools with student enrollments 
over 1500 students, females held about 25% of the high school principalships. From the 
perspective of the investigator, these statistics reflected female underrepresentation since 
the teaching staff in public high schools in the United States was 46% male and 54% 
female (Market Data Retrieval, 1998). In Georgia in 1998, about 18% of high school 
principals were females; in high schools with enrollments over 1500, females held about 
19% of those positions (Market Data Retrieval). A survey of the 14 school systems in the 
metro Atlanta area in 1996 indicated that of the 94 high schools, 14 (14.9%) were led by 
females (Collins, 1998). 
While the number of females in high school principalships had gradually increased, 
the most significant growth had been in public elementary schools. In 1994, 41% of 
elementary school principals were females (National Center for Educational Statistics, 
1994). Since 1905, the majority of teachers in America's public schools have been 
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women, but they have never held high school principalships in significant numbers 
(Shakeshaft, 1989b). According to Nogay and Beebe (1997),"few women hold the 
positions of high school principal or school district superintendent, positions particularly 
resistant to their advancement" (p. 247). 
The extant literature and the experiences of women document the barriers that 
have hindered the career progress of women in educational administration (Lynch, 1990). 
A number of explanations have been suggested as causes of the underrepresentation of 
women in high school principalships. Among those explanations were cultural barriers 
(Shakeshaft, 1989b), sex-role stereotypes (Pounder, 1990), the lack of access by women 
to power networks, lack of mobility (Wyatt, 1992), socialization (Pigford & Tonnesen, 
1993), perceived leadership skills of women (Nogay and Bebee, 1997), and leadership 
styles of females (Eagly, Karau, & Johnson, 1992). Shakeshaft (1989b) concluded that 
"the barriers today (1989) are not much different from the barriers that kept women from 
becoming high school principals in 1900" (p. 81). She noted, however, that in the 1980s a 
number of studies articulated existing barriers and how prominent each barrier was in 
preventing women from entering school administration. This study attempted to identify 
barriers that existed for women who aspired to be high school principals. 
Statement of the Problem 
The problem examined in this study was identifying factors that may serve as 
barriers to women in advancing to positions as high school principals in Georgia. As a part 
of the study, a comparison was made between the perceptions of female principals and 
female assistant principals in Georgia high schools as to factors perceived as barriers to 
women seeking high school principalships. This comparison explored the perceptions of 
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those who currently served as high school principals with those who were more likely to 
aspire to high school principalships. A second component of the study explored 
demographic characteristics of the females who had been successful in advancing to 
positions as high school principals and assistant principals and whether those 
characteristics impacted their perceptions of the factors identified as barriers to women 
seeking high school principalships. 
It was evident that women were clearly underrepresented in leadership positions in 
most types of organizations (Yukl, 1998), and this pattern of underrepresentation was 
clearly evident in the proportional number of females who hold positions as high school 
principals. Yukl noted, however, that the number of women gaining the opportunity to 
demonstrate effective leadership skills was increasing. He also observed that "the belief 
that men are more qualified to be leaders persists in a segment of the population" (p. 506). 
Importance of the Study 
Research specific to female high school principals in Georgia was quite limited, so 
the conduct of this study had the potential to extend the current body of knowledge. 
Women who aspire to be high school principals, as well as district superintendents, school 
board members, and those who prepare females in university programs could all benefit 
from the information generated by this study. 
Another reason for identifying factors that serve as barriers to women seeking high 
school principalships was the disparity between the large number of female educators 
holding appropriate school leadership credentials and the number of females who actually 
held school leadership positions (McGrath, 1992). Also, a situational circumstance that 
concerned the investigator was that the underrepresentation of women in high school 
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principalships was not limited to any specific community setting. That is, it was prevalent 
in large urban and suburban high schools as well as small high schools (Market Data 
Retrieval, 1998). Finally, in the opinion of the investigator, this study was important well 
beyond the high school principalship. It was important for all females who are interested 
in seeking positions that have traditionally been held by males. 
Research Questions 
The following research questions were addressed in this study: 
1. Which factors do female high school principals in Georgia perceive as 
barriers to women seeking positions as high school principals? 
2. Which factors do female assistant high school principals in Georgia 
perceive as barriers to women seeking positions as high school principals? 
3. How do the perceptions of female high school principals compare 
with those of female high school assistant principals in Georgia? 
4. What are the demographic characteristics of the female high school 
principal and assistant principal in Georgia? 
5. Do perceptions of female high school principals and assistant principals 
vary by demographics? 
Assumptions 
In this study it was assumed that approximately 60% or more of the individuals 
invited to participate would complete the survey instrument. Another assumption was that 
female high school principals would be more cognizant of the factors that might serve as 
barriers to the high school principalship because they had been through the recruitment 
and selection process. It also was assumed that participants would answer the survey 
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questions truthfully and give honest opinions concerning factors they believed contributed 
to the underrepresentation of females in high school principalships. A final assumption 
was that the personal biases of participants would not distort answers given on the survey 
instrument. 
Limitations 
The study was limited to female high school principals and assistant principals in 
Georgia. Therefore, the findings may not be representative of the reality confronting 
female high school principals in other states in the United States. 
Definitions of Terms 
The following terms and definitions were used in the study: 
1. Barriers — Factors that hinder the advancement of female educators to high 
school principalships. 
2. Female underrepresentation — The disproportionately low number 
of female high school principals when contrasted with the number of 
female high school teachers in Georgia high schools. 
3. High School — Secondary schools that include either grades 9 through 12 
or grades 10 through 12. 
4. High School Principals and Assistant Principals — Individuals who hold 
executive leadership positions in high schools. 
Summary 
The problem examined in this study was the identification of factors that may 
cause the underrepresentation of women in Georgia high school principalships. The low 
percentage of female high school principals compared to the percentage of female high 
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school teachers raised questions as to why females were not represented in larger numbers 
in those important leadership positions. A second area of examination was the 
demographic characteristics of women who had advanced to positions as high school 
principals and assistant principals. The extant literature suggested a number of barriers 
that women may face in pursuing a high school principalship. Because female high school 
principals and assistant principals were likely to be aware of barriers others would face in 
moving into positions as principals, they were conceptualized as the logical participants in 
this study. 
A survey instrument developed by the investigator was sent to each participant. 
Data descriptive of factors that might be barriers to females seeking high school 
principalships was compiled. This information was used to identify factors that female 
high school principals and female high school assistant principals perceived as barriers to 
women seeking high school principalships, and a comparison was made between the 
perceptions of the two groups of participants. Demographic information was compiled to 
identify personal and professional characteristics of female high school principals and 
female assistant high school principals in Georgia. In addition, that information was used 
to determine whether demographic characteristics impacted the perceptions of the 
participants concerning the factors considered barriers to women seeking high school 
principalships. 
CHAPTER II 
REVIEW OF THE LITERATURE 
Introduction 
In order to better understand the underrepresentation of women in the high school 
principalship in proportion to the number of female high school teachers, this chapter 
begins with an historical overview of women in public school administration. Legal issues 
as well as historical background information pertinent to women in school administration 
are included in this section. The second section of the chapter explores barriers to women 
choosing school administration. Prior research has identified the following barriers as 
obstacles to women entering school administration: stereotyping, socialization, 
networking, roles of mentors and role models, aspiration, career paths, mobility, and 
female leadership styles. The third section focuses on women as high school principals, 
and this literature included studies that compared female and male high school principals 
as well as studies of women serving in high school principalships. 
History of Women in School Administration 
On the national level, the difficulties women have faced in becoming school leaders 
date back to the constitution of the National Teachers Association in 1857. Stockard 
(1973) noted that membership was limited to men. A few women were allowed to sign 
the first constitution and serve as honorary members, but could not speak at meetings and 
were required to submit any views or concerns they had in writing. 
The Civil War (1861-65) and the events that immediately followed removed some 
of the barriers against women. By 1879 nearly two-thirds of teachers in public schools 
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were females. Stockard (1973) identified another historic event for women which 
occurred in the early 1900s. Two females, Ella Flagg Young in Chicago and Susan M. 
Dorsey in Los Angeles, became school district superintendents. Little (1984) noted that at 
about the same time women were making progress in becoming school leaders in the early 
1900s, some men began to speak out against women in leadership roles in schools. Men 
began to criticize the number of women in leadership positions. They pointed out that 
women were out of place in principalships and that men should be appointed to those 
positions because they were better qualified than women. Shakeshaft (1989b) reported 
that since 1905 the majority of teachers have been women, but the only administrative 
position in schools to be dominated by women has been the elementary school 
principalship in the early decades of the 1900s. In 1928 women held 55% of elementary 
school principalships. 
Ella Flagg Young, the first woman school superintendent of the Chicago School 
System, predicted in 1909 that in the near future more women than men would be in 
charge of educational systems. She observed that women were no longer content to do 
the greatest part of the work and yet be denied leadership positions. Young's prediction 
did not come true, and it was, in fact, almost three-quarters of a century before the second 
female superintendent was appointed in the Chicago School System (Shakeshaft, 1989b). 
During the two World Wars, women were drawn into the workforce as much by 
circumstance as by choice. Large numbers of males were called into the military service, 
leaving women to make up a large segment of the workforce (Northouse, 1997). After 
World War II women found themselves displaced from jobs in the workforce that 
traditionally had been held by men, so they returned to jobs as nurses, school teachers. 
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secretaries, and homemakers. However, Northouse further indicated that by the early 
1960s, with a more challenging economy, women began to move back into the workforce 
in significant numbers. Many women opted not to marry in connection with career 
choices, and many others, with family planning as an option, began to postpone marriage 
and having children. Pigford and Tonnsen (1993) contend that in the late 1960s, the 
women's movement in America was bom largely because many women found themselves 
in frustrating occupational situations where they were confronted with barriers to 
promotion and advancement opportunities. During the 1970s and 1980s, women 
continued to move into the workforce, but as Northouse observed, they were excluded 
from most organizational leadership positions, including school leadership. Whitaker and 
Lane (1990) noted that in 1984-85 women represented only 16.9% of elementary school 
principals and 3.5% of high school principals. 
Determining the progress of women in school administration would appear to be a 
fairly straightforward process. Quite to the contrary, it has been difficult to ascertain 
progress given the absence of a standardized method for collecting data at the state and 
national levels (Mertz & McNeely, 1994). Precise determination of how much progress 
women have made in educational administration is particularly challenging because the 
extant data are often incomplete, confusing, and inconsistent (Pigford & Tonnsen, 1993). 
According to Shakeshaft (1989b), determining the number of female school administrators 
is a difficult task. However, the limited amount of data seems to suggest that the number 
of women in school administration is increasing in most areas at a very gradual pace. In 
an article assessing the impact of affirmative action on women in school administration, 
Shakeshaft (1998) concluded that, "studies of search procedures would indicate that 
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without the pressure of affirmative action and the women's movement (both the early and 
later movements), women might have no gains in this century. With affirmative action, the 
gains have been small; without affirmative action, they aren't likely to exist" (p. 11). 
Litigation Associated with Female School Administrators 
Perhaps the most important U. S. Supreme Court case concerning civil rights and 
equal opportunities was Brown v. Board of Education of Topeka (1954). Although this 
case did not directly address women, it did address the civil rights and liberties that are 
afforded every American. However, almost another decade passed before the first federal 
law that had a direct bearing on women in the workforce was passed. In 1963 the Fair 
Labor Standards Act of 1938 was amended to include what was known as the Equal Pay 
Act (EPA). The EPA mandated that women and men be paid equal wages for "equal 
work on jobs the performance of which requires equal skill, effort and responsibility, and 
which are performed under similar working conditions" (EPA, 1963). Even though this 
act was passed over thirty years ago, disparities still exist ("President Calls For," 1999). 
President Clinton's Council of Economic Advisers reported in the summer of 1998 that 
women earn about 75 cents for each dollar a man earns, which is an improvement from the 
58 cents on the dollar that women earned when the EPA (1963) was signed by President 
Kennedy. However, Clinton said that Americans cannot be satisfied until this disparity no 
longer exists. Therefore, the President called for a $14 million initiative to close the gap 
between the earnings of men and women and new legislation to enforce the Equal Pay 
Act. This initiative would: triple the number of enforcement workers employed at the 
Equal Employment Opportunity Commission, make technical assistance available to 
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employers on how to comply with equal pay laws, and fund public service announcements 
informing women of their rights ("President Calls For," 1999). 
If legislatively supported, this initiative would permit women to sue their 
employers for unlimited punitive and compensatory damages. These damages would be in 
addition to the limited damages and back-pay awards presently available under federal law 
that addresses pay violations, and employers would be prohibited from punishing workers 
who disclose salary information. Also, the Equal Employment Opportunity Commission 
workers who handle wage discrimination claims would receive increased training 
("President Calls For," 1999). 
The year following the passage of the Equal Pay Act of 1963, Congress passed the 
Civil Rights Act of 1964. Subsequently, the EPA was incorporated into Title VII of the 
Civil Rights Act of 1964. Title VII prohibits employment discrimination based on sex, 
race, religion, and national origin. Although Title VII was comprehensive, it did not 
extend to educational institutions, so it was amended in 1972 to address this exclusion. 
As a result of this amendment. Title VII has been used frequently in challenging 
employment discrimination of female educators (Ragguet, Russo, & Harris, 1994). For 
example, in the case of Spears v. Board of Education of Pike County Kentucky (1988), a 
female teacher was determined to be better qualified for administrative positions for which 
she had applied than the men who were ultimately appointed. Consequently, she was 
entitled to monetary damages until she could be placed in an administrative position 
comparable to the ones for which she had applied. 
Title IX of the Civil Rights Act (1972) prohibits sexual discrimination in any 
educational program or activity which receives federal funding assistance. Initial 
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uncertainty over the scope of coverage under Title IX was clarified by the ruling of the 
Supreme Court in the case of North Haven Board of Education v. Bell (1982). It was 
determined in this ruling that Title IX covered employees as well as students. A second 
clarification of the scope of Title IX came from the passage of the Civil Rights Restoration 
Act of 1987. This act stated that if any part of a school district received federal financial 
assistance, all individual school sites are covered by the terms of Title IX. 
Title IX was again strengthened in Franklin v. Gwinnett County Public Schools 
(1992). The Supreme Court held that school districts are potentially liable for monetary 
damage to individuals subjected to sexual discrimination or harassment committed by 
school personnel. The Glass Ceiling Act of the Civil Rights Act of 1991 is still another 
means of assuring equitable treatment of female administrators. This act is designed to 
control gender-based discrimination and give women and minorities greater opportunities 
to hold management and decision-making positions. 
Many legal rights have been afforded women through laws and judicial 
interpretations during the latter part of this century. Regulations set in 1980 by the Equal 
Employment Opportunity Commission (1972) significantly strengthened sexual 
discrimination provisions. Title VII, Title IX, and the Glass Ceiling Act of the Civil Rights 
Act of 1991 all serve as powerful legal safeguards against gender-based discrimination in 
the workplace (Ragguet, et. al., 1994). Consequently, Shakeshaft (1989b) noted that 
underrepresentation of women in most school administrative positions was not caused by 
a lack of legislation. Most women choose not to use litigation for fear of ruining their 
chances for securing administrative positions in the future. 
13 
Barriers to Women in School Administration 
During the last 20 years, the number of women enrolling in educational administration 
graduate preparation programs has steadily increased, but the number of women employed 
in school administration is still fewer than men. The attitudes of local school 
superintendents and school board presidents toward the appointment of women to 
administrative positions was addressed by Shepherd (1997). She replicated a 1978 study 
conducted by the American Association of School Administrators. The Science Research 
Associates Opinion Survey (SRA) for Men and Women was sent to a stratified random 
sample of superintendents and school board presidents to assure inclusion of various sizes 
of school districts. The results of the survey showed that attitudes toward employment of 
women had changed significantly since 1978. Shepherd observed that although improved 
attitudes were noted, perceived gender differences that influence the employment of 
women were still present. 
The first four sections of the survey contained 68 items which assessed 
employment characteristics of women. The fifth section of the survey contained 20 items 
which assessed the attitudes of respondents toward employer/organizational policies 
concerning men and women (Shepherd, 1997). On all 68 items in the first four sections 
the shift was toward "no differences" in 1996, which indicates no difference between men 
and women. However, the change was significant on only 33 items for superintendents 
and only 32 for school board presidents. On the list of items that were still perceived as 
more characteristic of women, 12 had negative connotations as compared to 3 for men. 
The three negative items perceived as more characteristic of men were: resists new 
methods, loses temper easily, and narrow minded. The negative items perceived as more 
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characteristic of women included: views work as a social situation, absent from work, 
likely to quit, puts family matters ahead of job, takes too much time off for personal 
reasons, wastes time by socializing, enjoys doing routine tasks, home oriented rather than 
job oriented, sensitive to criticism, too emotional about jobs, and cries easily. 
The fifth section of the SRA survey contained 20 items concerning attitudes of 
respondents toward employer and organizational policies. All responses were more 
favorable toward women in 1996 than in 1978. The data indicated that perceptions of 
superintendents and school board members toward men and women had changed since 
1978. The altered perceptions toward women were positive although not significant in all 
areas. The change in attitudes was greater in superintendents than in school board 
presidents (Shepherd, 1997). 
Lynch (1990) suggested three paradigms can be applied to explain why women are 
not represented in proportional numbers in school leadership positions. First, due to early 
socialization, women are not well-suited for administrative work and need to be 
resocialized. Women experience conflict between traditional roles of females and the 
career demands of being a school administrator. Therefore, females must be socialized for 
school administration in order to find a comfortable balance between job dedication and 
family. Second, structural barriers in organizations hinder women from advancing in the 
administrative hierarchy. Lynch describes structural barriers as the filtering system used 
by organizations to test the suitability of a candidate for a particular position. Third, 
hierarchical, timctional, and inclusion boundaries must all be crossed in order for women 
to advance. Hierarchical boundaries, such as education and certification, do not present 
any special problem for women. Functional boundaries are divisions or departments of a 
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school system, such as high school principals and middle school principals. Inclusion 
boundaries are characterized by an individual's position within the organization relative to 
the center of power. Functional and inclusion boundaries are more difficult for women to 
cross because they require aspiring administrators to be accepted by those at the top of the 
organization. Lynch concluded that male dominance in society is still another barrier, and 
for many communities and schools, the notion remains that the ideal school principal fits a 
masculine stereotype. This notion is supported by a number of studies (Biancalana & 
Mauer, 1994; Calabrese, 1987; Epp, 1993; Fauth, 1984; Goin, 1992; Hample, 1987; 
Napier & Willower, 1991; Pounder, 1990). 
Fauth (1984) identified four of the most widely circulated myths concerning why 
women are underrepresented in educational administration. The first myth was that 
women did not have what it takes to be school administrators. Fauth found no support in 
the literature for this assertion. On the contrary, women were found to perform as well or 
better than males in all administrative positions in schools. The second myth was that 
female administrators lacked support of teachers and community. Fauth found no factual 
basis for this assertion. A third myth was a claim that women do not pursue positions in 
educational administration. Research showed that females were interested in 
administrative positions, but many believed that they would not be selected for such 
positions if they applied. In fact, many females believed that they were only interviewed 
for administrative positions to allow school districts to file legally defensible affirmative 
action reports. The fourth myth stated that women did not have the training and 
experience to become educational administrators. This myth was also unfounded since 
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many more women had the required credentials than the number actually employed in 
administrative positions. 
Stereotypes 
One of the most often-cited reasons for the underrepresentation of women in 
school administration was sex-role stereotyping (Marshal 1984; Metzger, 1985; Pounder, 
1990; Shakeshaft, 1989b; Yeakey, Johnson, & Adkison, 1986). That is, the inconsistency 
between the traditional stereotype of school administrators and the traditional stereotype 
of females causes women to be less likely to be selected for positions as school 
administrators (Pounder, 1990). Women who become educational administrators share 
the tendency for similar characteristics. For example, these women were reared in rural 
areas and small towns that had allowed them to overcome stereotypes. They were often 
first-bom or only children. Women administrators were more likely to be married and 
have children. They were older than men in similar positions and usually had more 
teaching experience (Gotwalt & Towns, 1986). 
Schwartz (1989) noted that in past centuries, maternity has shaped the traditional 
roles of males and females, and the biological fact of maternity is the one enduring 
difference between men and women, even though all women do not choose to become 
mothers. In the past, women performed the tasks of bearing and rearing children while 
men did the work that demanded great physical strength. Over time, families became 
smaller, the community took more responsibility for the care and education of children, 
modem conveniences reduced the work load in the home, and technology reduced the 
need for great physical strength of employees in the workplace. Today, childbearing is the 
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last uniquely gender related role, yet men and women are still socialized to follow their 
traditional roles. 
Ortiz (1982) reported that with the widespread adoption of scientific management 
precepts in the early 20th century came the separation of management functions and 
teaching. Men assumed the management positions and women the teaching positions. 
This pattern has continued to dominate the modem bureaucratic structure of schools. 
Barnes, Gross and Trask, Krchniak, McClough and Schmuck's studies (as cited in 
Little, 1984) identified a number of statements or beliefs supported by male administrators 
that would hinder women from joining the ranks of school administration. Some of those 
statements or beliefs identified were women cannot handle discipline problems, do not 
really want to become administrators, do not work well with co-administrators, should not 
be aggressive, and cannot identify with the "locker room" mentality. Also included were 
such statements as women are too emotional and indecisive, female teachers prefer 
working for men principals, parents and communities prefer men principals, and females 
lack experience working with budgets. 
None of the statements listed was based on fact. To the contrary, Little (1984) 
noted that many studies have shown women tend to be excellent school administrators. 
Although the situation for women has improved since this study was done 15 years ago, 
some of the beliefs listed were cited in more recent studies (Patterson, 1994; Shakeshaft, 
1989b; Shepherd, 1997; Whitaker & Lane, 1990). 
Physical attractiveness has been identified as a barrier to women in attaining 
administrative positions that are stereotypically incongruent with their sex (Pounder, 
1990). Women often have been advised to dress and act in ways that will suppress their 
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sexuality. The dress-for-success formula is to dress for asexuality (Shakeshaft, 1989a). 
Women have adopted masculine traits in an effort to fight off prejudices. As noted in 
Newsweek, March 17, 1986, "Not too long ago, it was a widely accepted truth that women 
were unstable, indecisive, temperamental and manipulative and weren't good team players 
because they'd never played football" (Hughey & Selmon, 1986, p. 46). However, Wyatt 
(1992) noted that many women have begun to refuse to fit the male model and have taken 
it a step further, suggesting that the very qualities men have thought of as weaknesses in 
females, namely sympathy, sensitivity, cooperativeness, and understanding, may be 
advantageous in getting the best out of people in the workplace. 
Go in (1992) related an incident that exhibits the power of stereotypes. The 
incident happened in a high school where she was completing part of a university course 
requirement. The principal, who was scheduled to retire soon was interviewing candidates 
for his position. A young woman in a pale gray suit arrived for an interview and spent 
about half an hour with the principal. The woman who was taking care of the principal's 
duties while he was interviewing asked his opinion of the candidate. He replied that she 
was very qualified, but she was wearing pink earrings and that he did not take any woman 
seriously who wore pink earrings. 
Socialization 
Over a century ago, American public schools embraced the bureaucratic structure 
of the industrialists. Ginn (1989) maintains that bureaucracy was viewed as an efficient 
way to gain control of immigrants who were arriving in America daily in large numbers. 
Industrialization and bureaucracy also caused the separation of work from home life and 
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created the myth that men should be permanent members of the work force and that 
women were expected to leave the work force when they married. 
Adkison (1981) posited that the family forms the model for future relationships of 
children, and the modeling of appropriate behavior for their sex begins in infancy. Sex 
role socialization continues in most settings, and schools are especially strong socialization 
agents. The interaction of students and teachers, textbook content, counseling, and sex- 
typing of courses and activities are such that the relegation of girls to subordinate 
positions is often reinforced. Adkison also noted that girls are less likely than boys to 
participate in team sports where skills in competition, cooperation, persistence, goal 
setting, and acceptance of criticism are learned. 
According to Patterson (1994), women are socialized to demonstrate passivity, 
deference, and self-abasement. They are taught not to be risk takers, not to be ambitious, 
but to adhere to their male-defined femininity. Negative consequences often occur for 
high-level women administrators as a result of these socially constructed role definitions. 
Female administrators are often viewed as aberrant or deviant because school 
administration roles are contrary to the more traditional roles of women. 
In a study of women administrators, Goeller (1995) documented their concern for 
participating in school activities at the expense of family and home responsibilities. These 
culturally-defined roles were also determined to be the top stressors in the careers of these 
women. Goeller posited that most women administrators still claim ownership for 
household responsibilities. 
Shakeshaft (1989a) cited a study in which school superintendents were asked 
whether they would hire a traditionally attractive woman. The terminology "traditionally 
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attractive" was used to allow superintendents to make their own decisions about what 
attractive meant. Almost all the superintendents in the study said they would hire a 
traditionally attractive school administrator. When asked for what position they would 
hire the woman, almost all of them had the elementary school principalship in mind. When 
the superintendents were asked if they would hire this imaginary woman as an assistant 
superintendent to work closely with them, very few said they would. The first reason 
given for reluctance to hire an attractive woman to work closely with the superintendent 
was that school board members may not approve of such a working relationship, and it 
would hinder the effectiveness of the superintendent with the board. Second, they feared 
that it would cause marital friction, and third these men thought that they might be 
sexually attracted to the woman. Shakeshaft concluded that discomfort with sexuality is 
caused by the lack of training and experience men and women have working together as 
people. From about second grade, boys and girls separate themselves until late 
adolescence when they come together for romantic or sexual reasons. 
In the past, McGrath (1992) noted that women have worked hard to become like 
their male role models in leadership positions: "They have become aggressive and 
competitive, wearing dark suits, consciously lowering their natural speaking voices, and 
often outdoing men in their use of profanity" (p. 64). This behavior was often adopted in 
an effort to succeed. McGrath observed, however, that such adoptions may have 
suppressed well developed strengths in women. 
Networking 
Shakeshaft (1989b) suggested that women need access to a network that can 
provide them with administrative strategies, knowledge of job openings, visibility, and a 
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support group. Traditionally, women have been excluded from these networks. 
Wyatt (1992) suggested that though women are often excluded from the power network, 
they could establish networks by joining organizations within the power structure, 
increasing visibility in professional circles, and participating in social functions or 
activities. 
In describing the power of men's formal and informal networks, Marshall (1986) 
noted that men have formed networks for years, but women have not done so. Men 
generally help other men move up the career ladder and achieve positions of influence. 
She observed that "unlike the woman who must prove herself over and over again, once 
men get into the club, they are protected (p. 12)." 
According to McGrath (1992) women school administrators at the top of their 
careers have learned the unwritten rules of accepted behaviors and experiences that are 
rewarded. They have begun to ask the right questions and learn what they need to know 
about successful advancement into leadership positions. They have identified outstanding 
educational leaders and observed their actions in an effort to avail themselves of the same 
types of opportunities. Women have begun to gain access to networks of influential men 
and have learned that relationships and being recognized are as important to advancement 
as hard work. 
Mentoring 
Whitaker and Lane (1990) concluded that for women to succeed in obtaining 
administrative positions in education, mentoring is necessary and that school principals are 
in strategic positions in the educational hierarchy to mentor administrative aspirants. 
Other reasons (Hampel, 1987) for the importance of mentors was to assist women in 
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increasing their professional visibility and in clarifying their career aspirations. Whitaker 
and Lane found that mentoring of females by males was frequently ineffective because of 
sex role attitudes. They also observed that males who supported females for elementary 
school principalships were often less supportive of women pursuing secondary 
administrative positions. 
Shakeshaft (1989b) concurred with the view that a mentor or sponsor is important 
for women aspiring to school administrative positions but supported the notion that 
effective mentoring may be provided by a male or female. However, unlike a mentor, she 
posits that a role model generally must be of the same sex and race. Wyatt (1992) 
suggested that the most credible mentors for women most likely would be immediate 
supervisors or someone closely associated with their work. To open doors that may be 
traditionally closed to them, women should seek male mentors in the power structure who 
respect their work. 
Biancalana and Mauer (1994) found that male administrative mentors did not 
understand many of the problems confronting females. For example, male mentors did not 
anticipate the kinds of questions that board members and administrators would ask. 
Questions were asked about marriage, pregnancy, and child care that would never be 
asked of male candidates. Biancalana and Mauer reluctantly answered such questions, 
even though they knew the questions were illegal, because they feared a complaint 
regarding the line of questioning would be viewed as their inability to handle stress. Both 
women occupy school leadership positions today and acknowledged that many men had 
been helpful to them along the way. They also acknowledged, however, their own rude 
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awakening to the fact that young women are still often regarded as oddities in the 
profession. 
Aspiration 
Epp (1993) asserted that most female teachers have never entertained the idea of 
becoming an administrator. They cited lack of interest, qualifications, or time as reasons 
for not pursuing a career in administration. While these claims may be true, such attitudes 
often reflect prevailing societal assumptions. 
Whitaker and Lane (1990) found concurrence among teachers, principals, and 
superintendents that men are encouraged more than women to pursue careers in school 
administration and to apply for these positions. Fauth (1984) suggested that the low 
proportion of female administrators is a result of the strong correlation between aspiration 
level and an expectation of limited support for becoming a school administrator. 
Shakeshaft (1989b) suggested that what is termed lack of aspiration in women may 
be the reality of an accurate reflection of a world that expects if a woman works outside 
the home, she will continue to do the majority of work inside the home as well. If these 
expectations are placed upon a woman, it says nothing about aspiration but certainly 
reflects an accurate assessment of the amount of time in a day and the limitations of the 
human body. 
Ortiz (1982) found that some female teachers who were not tenured in their 
positions had previously expressed an interest in administration. In one case, a teacher had 
expressed her interest in becoming a principal to a number of people. The teacher was 
called into the principal's olfice and told that she could not fulfill her teaching obligations 
while she was preoccupied with becoming an administrator. He said, "1 am therefore 
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recommending that you not get tenure. It would be best for you, however, to resign and 
get another job somewhere else" (Ortiz, 1982, p. 58). The teacher resigned, moved to 
another school district, and never mentioned that she wanted to be an administrator until 
she had tenure. Ortiz (1982) concluded that this attitude toward female teachers who 
express interest in school administration may be detrimental to the careers of women. 
Further, it may be a reason why women are often reluctant to express publicly their goals 
and aspirations. 
Career Paths 
The majority of women administrators are assigned to positions as curriculum 
coordinators, central office specialists, or elementary school principals. Typically they 
remain in these positions with no further promotions until retirement. On the other hand, 
men tend to move vertically through a series of line positions (Hampel, 1987; McGrath, 
1992; Yeakey, Johnson & Adkison, 1986). The women who do reach the top-level 
positions follow basically the same career path that men follow: teacher, high school 
principal, assistant superintendent, superintendent (Hampel, 1987; Shakeshaft, 1989b). 
Women principals are usually older than their male peers, entering the 
administrative sector at the average age of 50 while men enter at the average age of 44 
(Hampel, 1987). Women typically have higher levels of certification than men applicants 
for the same position, so certification is usually not an issue. However, the primary reason 
McGrath (1992) gave for not hiring women for administrative positions was the lack of 
experience in responsible administrative positions. Part of the reason for this barrier is 
that women have been unaware of which career paths lead to vertical movements and 
which ones are dead ended. 
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Each year a competition sponsored by The Executive Educator, the publication of 
the National School Boards Association, is conducted and 100 outstanding school 
administrators in the United States are named. In the February 1988 edition of The 
Executive Educator, 50% of the outstanding educational leaders were women. This even 
split between men and women generated interest because the school administrator 
population at large had a disproportionately low representation of women. In data 
gathered from the 1988 Outstanding Educators, a number of differences were noted with 
respect to the career development of men and women. Several of those differences were 
cited in a study by Gips (1989). Fifty-four percent of women held staff positions such as 
curriculum supervisor before being appointed to line positions (e.g. principals) as opposed 
to 16% of men. Women had more experience as classroom teachers and were older than 
men when first appointed as administrators. Another implication from this data was that 
men were more frequently groomed for administrative positions. Over 50% of men 
compared to 37.5% of women were tapped and encouraged by administrators to go into 
administration. Gips noted that 60% of women recognized their superiors as sources of 
support, but only 24% of men reported that their superiors were sources of support. 
Also, 71% of women mentioned afFiliative acts such as joint projects, sharing, mentoring, 
emotional safety, and support groups as a source of professional growth, while 19% of 
men mentioned this type of support. 
Responses from the women clearly differed from the men. Gips (1989) concluded 
that although much work has been done to identify the causes for the disproportionately 
low representation of women in school administration, we still do not know exactly why 
men are assigned to administrative positions in greater numbers than women. 
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Mobility 
Whitaker and Lane (1990) reported that most women do not have the same 
mobility as men. They are not seen as the primary breadwinner even if they make more 
money than their husbands. According to Coursen, Marzzarella, Jeflfress, & I ladderman. 
(1989), it is often assumed that a woman would not accept a new position if it required 
relocating the family; however, it would be assumed that a man in a similar situation 
would be free to move. Morrison, White, and Velsor (1987) observed that in the past 
many women waited until their children were grown before pursuing a career. That 
pattern no longer holds; women often have to deal with geographical mobility in a dual- 
career situation earlier than women in previous years did. Although women may not have 
the same career mobility as men, Marshall (1986) noted that they must have geographical 
mobility if they expect to compete for the top administrative school positions. 
Brzeskwinski (1981) conducted a study on household moves of 180 British 
university female graduates who were married or cohabiting. The results showed that 
48% of household moves were attributed to a change in the husband's or partner's job. 
However, only 5% of household moves were attributed to a change in the female's job. 
A study conducted by Truett (1982) surveyed 180 public administrators in 
Nebraska to determine their geographical career mobility. The results showed that though 
women were less certain than men concerning future professional moves, almost as many 
women as men anticipated that they would move although both sexes appeared slightly 
reluctant to move. 
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Female Leadership Styles 
Eagly, Karan, and Johnson (1992) identified sex differences in leadership style as a 
"possible cause for the sparse representation of females in school administration 
(p. 77)." They suggested that women principals are inclined to lead and perform 
administrative roles in a different style from men and that the leadership styles of women 
may be a barrier to being selected for major administrative roles in schools. They found in 
a meta-analysis of 50 studies that the most substantial gender difference in the leadership 
behavior of principals was that women tended to adopt a more democratic style. They 
also reported that women were more likely than men to treat teachers and subordinates as 
colleagues and equals and to encourage participative decision-making. Men appeared to 
adopt a less collaborative style and be more directive. These investigators cautioned those 
who select principals against assuming that the sex of a candidate has any bearing on 
whether that individual will be an effective school principal. 
Mertz and McNeely (1998) maintain that school administration has typically been 
defined and conceptualized through the views of males, and consequently, educational 
administration theories reflect a male perspective. Shakeshaft (1989b) noted that, 
"Studying male behavior, and more particular white male behavior, is not in and of itself a 
problem. It becomes a problem when the results of studying male behavior are assumed 
appropriate for understanding all behaviors." (p. 325). Similarly, Conner and Sharp 
(1992) concluded that cultural patterns, socialization processes, and basic gender 
differences are all offered as theories to explain the differences between males and females. 
In examining the differences generally attributed to men or women, Conner and Sharp 
noted that it is important to recognize that there are dangers in over-generalizing these 
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beliefs. All women do not have the characteristics generally attributed to females, just as 
all men do not have the characteristics generally associated with males. Male and female 
school administrators perform many of the same tasks in their work, but women tend to 
emphasize relationships, while men tend to emphasize task accomplishment. Women 
concentrate more on instructional leadership, and men concentrate more on organizational 
matters. 
In a study of the relationship between the management and leadership styles of 
school administrators in the United States and Singapore, Bolman and Deal (1992) 
reported that men and women lead in very similar rather than different ways. Their 
findings indicated that women perform as well or better than men in comparable positions 
and that the underrepresentation of women in school administration is not a result of their 
inability to do the work. 
Porat (1991) offered several differences in the leadership styles of females and 
males. First, male leaders most often lead from the front and attempt to have all the 
answers for their subordinates. Women act more as facilitative leaders and enable others 
to make contributions through delegation and encouragement. Secondly, communication 
is viewed as a tool for acquiring and maintaining power for men, but women view it as a 
bridge to understanding. Most women favor shared decision-making, while men lean 
more to the majority rules. While women tend to focus on the process, men focus on the 
product or goal. Third, women understand the principal of justice and practice it, but they 
tend to lean more to the principal of caring. They want their employees to be challenged, 
fulfilled, and have their creative urges satisfied. 
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Desjardins (1996) described a study conducted by the National Institute for 
Leadership Development (NILD) at Harvard University to determine leadership styles. 
The participants included 36 men and 36 women who were community college presidents. 
Personal interviews were conducted to determine moral orientation. Moral orientation 
was deemed important in studying leadership because it was the lens through which people 
view their world and the basis for dealing with moral dilemmas. An individual's concept of 
reality and values is formed through his or her moral orientation. The two major 
directions of moral orientation are justice/rights and care/connected. Desjardins reported 
that the leadership styles of most men were diverged on the justice/rights side and tended 
to be vertical, hierarchical, and traditional. These leaders are expected to exhibit strength, 
decisiveness, vision, objectivity, and autonomy. They are also expected to be concerned 
with ethics and to honor rules and regulations. Issues are most often seen as black and 
white and right or wrong. A strong support system is usually established among those 
with justice/rights orientation. Desjardins found that the leadership styles of most women 
were slanted on the care/connected side of moral orientation. These leaders are expected 
to be connected with the needs of others and exhibit nurturing interactions with others. 
Care/connected leadership styles tend to be more horizontal, web-like, and inclusive. This 
leadership style is characterized by inclusion, process, and communication. Issues are 
most often seen as gray, but feelings can negate rationality. 
Data from the NILD Leadership Study showed that 66% of women had the 
care/connected orientation, 17% had the justice/rights orientation, and 17% had a 
combined orientation. The data showed that 28% of men had the care/connected 
orientation, 50% had the justice/rights orientation, and 22% had a combined orientation 
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(Desjardins, 1996). These two perspectives signal different ways of viewing the world, 
and it is important to gain an awareness and understanding of each perspective. Gender 
differences should not be viewed as superior or inferior but rather as opportunities for 
diversity (Desjardins). 
Because they were breaking new ground, Rosener (1990) noted that the first 
female top executives adopted the rules of conduct that had spelled success for men. 
However, a new wave of women is making its way into top management, not by 
following the styles and habits that proved successful for men, but by following the 
attitudes and skills they have developed through shared experiences with other women. 
They are taking a different path to the top and achieving the same results in a different 
way. They are taking positions in fast-changing and growing organizations and becoming 
successful because of the display of the characteristics generally attributed to females 
rather than in spite of those characteristics. 
Rosener (1990) related some of the unexpected similarities and important 
differences from a study she was commissioned to do by the International Women's 
Forum. The information was compiled from a survey completed by top women and men 
executive leaders. Contrary to the findings of most studies, the men and women who 
responded made the same amount of money. Even at the executive level, most studies 
find a considerable wage gap between men and women. Work-family conflicts were 
reported just as often by men as by women; however, if children were involved, women 
experienced slightly more conflict than men. Rosener reported women having the 
responsibility for child care at a rate of 61% while 25% of men reported being responsible 
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for child care. Both men and women reported paying their female subordinates about 
$12,000 less than their male subordinates with similar positions and titles. 
The similarities ended in the Rosener study when males and females described their 
leadership performance and their methods of influencing those with whom they work. She 
found that men were more likely to view their work as a series of transactions with 
employees and were more characteristic of transactional leadership styles. They described 
transactions where subordinates were rewarded for services rendered or punished for 
inadequate performance. The men were also more inclined to use power afforded them 
from their organizational position. The women were more likely to view their work in 
ways that characterize a transformational leader. They worked at getting subordinates to 
transform self-interest into interest in broader goals of the group. They mentioned 
characteristics such as charisma, interpersonal skills, hard work, and personal contacts in 
connection with their power rather than organizational structure (Rosener, 1990). 
Yukl (1998) concluded that though many studies have been done on the possible 
differences of leadership styles of men and women, these studies are often contaminated 
by extraneous variables. Failure to measure these variables and control for their effects 
may cause differences in behavior to be attributed to gender in error. Yukl also noted that 
studies which find a significant difference in leadership behavior of men and women were 
more likely to report it than those that found no difference. Another area of concern for 
Yukl was the failure of most researchers to carefully examine explanations for any 
differences that were found. 
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Women as High School Principals 
Whitaker and Lane (1990) identified several beliefs or assumptions about the role of 
the secondary school principal. These assumptions include the ideas that women are 
unable to discipline high school students and that they are too emotional and physically 
weak to perform as a building principal. Other beliefs are that male employees resent 
being supervised by women, and that many communities are not ready for women 
principals. Whitaker and Lane suggested that the research could be generalized to indicate 
that perhaps it is not parents and community that keep women out of educational 
administration positions, but those higher in the organizational hierarchy. 
Wyatt (1992) offered several causes for the underrepresentation of females in 
secondary school principalships. She found that some communities have unreasonable 
expectations of school administrators and/or political climates that are not particularly 
conducive to the administrative leadership of anyone. Secondly, the administrative power 
structure is dominated by males, and women do not have access to that structure. Third, 
males apply more frequently for highly-visible positions than females. Fourth, many 
females are discouraged by the mobility necessary in seeking secondary or central office 
positions. Fifth, when one is not a part of the power network, it is difficult to move from 
one level of administration to the next. Sixth, effective leadership is still equated to the 
traditional male model. 
Mertz and McNeely (1998) conducted a study of two female high school principals 
who worked in the same school district and had served as high school principals for one 
and one-half years at the beginning of the study. The two schools were in transition, and 
the district gave the principals wide freedom to change things and establish their positions 
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in doing so. The investigator observed what the two women did as high school principals 
to determine whether they did their jobs differently than male principals. Each researcher 
was assigned to one of the principals and visited with her principal biweekly over a period 
of one year. The investigators saw the principals in a variety of situations and sat in on 
meetings the principals had with a number of individuals. 
The observations showed that the two female principals spent their time doing 
precisely what principals in general have been reported to do in other studies (Greenfield, 
1998; Kmetz-Willower, 1982; Mintzberg, 1973; Morris, Crowson, Porter-Gehrie, & 
Hurwitz, 1994; Rosenblum, Louis, & Rossmiller, 1994; Wolcott, 1973). Each principal 
engaged in many short verbal interactions with a number of varied individuals. They were 
action-oriented as well as reactive, and their days were very busy. Although both 
principals expressed commitment to curriculum improvement, academic excellence, and 
student learning, little of their time was spent with these particular aspects of the school. 
More time was spent with managerial tasks. Again this behavior was in keeping with the 
studies mentioned earlier, and it was especially typical of high school principals (Mertz & 
McNeely, 1998). 
In this study Mertz and McNeely (1998) found that while the two were clearly the 
voices of well-respected educators, they were very different voices. The actions of the 
two principals suggested that the paradigm is much more complicated than it appears. 
Accordingly, such factors as socioculture, race, and context as well as gender must be 
addressed. This study also supports the literature on women and leadership that suggests 
that an either-or paradigm exists; that is, either the female principal thinks and acts like a 
male principal, or she thinks and acts differently. 
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Nogay and Bebee (1997) investigated the perceptions teachers and supervisors 
have toward the leadership behaviors of females in secondary school principalships. The 
Principal Instructional Management Rating Scale (PIMRS) developed by Hallinger (1983) 
was completed by participants. The PIMRS "examines the dimensions of defining a 
school mission, managing the instructional program, and promoting a positive school 
learning climate" (Nogay & Bebee, 1997, p. 248). This rating scale is divided into ten 
subscales: Framing School Goals, Communicating School Goals, Supervising and 
Evaluating Schools, Coordinating Curriculum, Monitoring School Progress, Protecting 
Instructional Time, Maintaining High Visibility, Providing Incentives for Teachers, 
Promoting Professional Development, and Providing Incentives for Learning (p. 258). 
The sample for the study was identified from the 1994-95 Ohio State Department 
of Education directory. Only 38 female high school principals were identified, so all of 
them were selected. The superintendents in the principals' districts and a sample of their 
subordinates, both male and female, were also identified. Thirty-eight male high school 
principals were randomly chosen from the directory to provide comparisons. The results 
of the Nogay and Bebee (1997) study indicated that teachers and superintendents regarded 
women secondary principals as more effective in nearly all areas of leadership behavior 
studied using the PIMRS. 
A study by Calabrese (1987) attempted to identify and compare the 
characteristics of 1,693 male and female high school principals and assistant principals 
(1549 males and 141 females) in four midwestem states. He found the typical profile of a 
respondent to be a male (91.7%), Caucasian (96.0%), and married (90.6%). He had a 
master's degree (68.38%) and worked in a school with an enrollment of less than 501 
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(53%) in a rural environment (65.6%). Similar percentages of males and females had 
master's degrees, but higher percentages of females (10.7%) held doctorates than males 
(7.4%). 
The Calabrese (1987) study isolated three main differences between male and 
female high school principals. First, males and females held different perceptions of the 
career paths necessary to meet their goals. Only 17.6% of the women expressed a goal of 
becoming a superintendent while 30.8% of males viewed the superintendency as a career 
goal. Men often expected to move directly to the position of superintendent from the high 
school principalship, but women were more likely to expect an assistant superintendency 
or some position other than the superintendency. Secondly, the geographical distribution 
of the principalships differed. Females were more evenly distributed in urban (34.8%), 
suburban (30.4%), and rural districts (34.8%), while 68.5% of males were located in rural 
districts, 16.2% in suburban districts, and 15.5% in urban locations. A third difference was 
the marital status of males and females. A much larger percentage of males (93.1 %) were 
married than females (62.1%). 
A study by Napier and Willower (1991) of 50 female high school principals dealt 
with the perceptions of those principals of their jobs and of their interactions with men in 
the course of a routine workday. This study was an attempt to learn more about the 
behavior of female high school principals and their views of their relationships with male 
superiors, subordinates, and peers. Data for the study were collected through telephone 
interviews. The average age of the principals was 47 years, 68% were married, and three- 
fourths had administrative experience before becoming a principal. The principals worked 
in schools ranging in enrollments from 50 to 3300. 
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Ninety percent of the participants said they would choose the same position again. 
Only one said she would not choose to be a high school principal if she had the choice to 
make again. About 75% believed that they were judged more critically than males 
occupying parallel positions. When asked about their strengths as principals, three skill 
categories exceeded all others. About 75% of the participants cited instruction and 
curriculum, 60% cited interpersonal relations, and 56% mentioned managerial skills. 
Ninety-two percent said that their identity had been mistaken by male visitors, usually as 
the secretary, assistant, or spouse, but many of the female principals handled the -situation 
with humor and implied that they were not treated in a sexist manner. The majority 
believed that it is necessary for females to put forth more effort than males to prove their 
competence. One principal said that when she was hired her superintendent told her that 
she would have to perform better than her male counterparts. When asked if men seemed 
uncomfortable in their presence, 42% answered no, 12% answered yes, and 46% said that 
some men appeared uncomfortable or that discomfort was more evident when they were 
new in a principalship (Napier & Willower, 1991). 
The overall observation of Napier and Willower (1991) of women in high school 
principalships was that they liked their jobs and were getting along very well in them. 
Sexist behavior was not a common occurrence, and women dealt with it quite effectively 
and without great difficulty when it did occur. The most serious problem reported was 
that women believed they faced a more stringent evaluative standard than their male 
colleagues. They responded to this problem by working harder and expending extra effort 
to be thorough and careful. Napier and Willower further concluded that female high 
school principals are highly selected individuals. Since a large majority of high schools 
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were headed by male principals, the women who had advanced to high school 
principalships may well represent an extremely able and capable group. Individuals in this 
group could be expected to be successful in a variety of administrative positions. 
To question a commonly held assumption that men are better managers than 
women, Berman (1982) described and analyzed the task performance behavior of five 
female high school principals and five male high school principals. Each principal was 
observed for five days, and four types of records were kept. The four types of records 
were the chronological order of the activities of the principals, their correspondence, their 
contacts with others, and the type of activities in which they engaged. 
The overall finding of the Berman (1982) study was that the task performance 
behavior of high school principals was determined more by the principalship position than 
by the sex of the principal. The results further indicated that the common assumption that 
the high school principalship is a "man's job" had no validity. While the overall 
performance behavior of female and male high school principals was found to be similar, 
some differences were noted. For example, female high school principals were observed 
engaging in more contacts initiated by others, less time spent doing desk work during the 
school day, higher percentages of contacts with superiors, longer periods of time spent in 
scheduled meetings, and scheduled meetings where cooperative planning took place. 
Mertz and McNeely (1997) examined the influence of gender and role on 
administrative decision-making. The researchers held role constant, as far as possible, and 
looked directly at gender as the critical variable. The subjects were high school principals 
and assistant principals in three large urban school districts in one southeastern state. Of 
the 188 invited to participate, 95 responded. The subjects were asked to choose the 
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response that best represented the decision they would make to five different situations 
that one might encounter in secondary schools. After reading the five scenarios, the 
participants were asked to choose words from pairs of words that were drawn from the 
literature and perceived to be gender-related. Scenario one was a situation where teachers 
failed to follow an identified board policy. Overwhelmingly both females and males chose 
to speak individually to teachers who had failed to follow the board policy. Scenario two 
concerned choosing a representative to attend a special institute. Both females and males 
chose a measure of participatory decision-making. Scenario three involved a problem 
related to the loss of a position and planning for the next school year. Of the male 
participants 44% chose telling the department what decision they had made, and 31% 
chose asking the department what they thought should be done. Of the female 
participants, 31% chose telling the department what decision they had made, and 49% 
chose asking the department what to do. 
Scenario four asked the participants to respond to a teacher experiencing personal 
problems that were interfering with her classroom performance. The responses were 
widely spread among three choices but were similar with regard to gender. The first of 
the three choices with similar male and female responses was to call the teacher in and 
offer her assistance. The second choice was to tell her that she needed help and that you 
were arranging to get the necessary help to get her work back on track. The third choice 
was to tell the teacher that she needed to focus on her work rather than her personal 
problems and that you would help in any way you could. Scenario five asked for a 
response to a teacher that constantly questioned the actions of the principal. The 
responses of all participants were similar. The response of talking to the teacher privately 
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about the inappropriate behavior was chosen by 64% of males and 42% of females. The 
response of letting it be known in a faculty meeting that they did not find it inappropriate 
for staff members to question their decisions was chosen by 25% of males and 36% of 
females. The response of ignoring the behavior was chosen by 11% of males and 22% of 
females. The responses to word choices in the second part of the study were similar for 
females and males. 
In examining the overall results of the study, Mertz and McNeely (1997) 
concluded that gender was not a significant factor in the way high school principals make 
decisions in their work. Males and females made similar choices and thought more alike 
than differently in response to both the scenarios and the word choices. The findings of 
this study are consistent with those of Bolman and Deal (1992) who concluded that 
females and males performed similarly when placed in similar positions. 
Summary 
The history of women in educational administration provides a background for 
better understanding the underrepresentation of females in high school principalships. 
Though a few women were able to advance to prestigious school leadership positions in 
the early years of this century, that did not become a trend. Advancement of females to 
positions such as high school principals has not been constant over the last hundred years. 
Historical events such as World Wars I and II caused women to be appointed to 
principalships in greater numbers out of necessity, but as those events ended, women 
returned to jobs that were traditionally held by females or to being homemakers. During 
the last two decades, the number of female high school principals has gradually increased. 
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However, the percentage of females holding positions as high school principals is much 
less than the percentage of female high school teachers. 
The literature cited a number of possible causes for the underrepresentation of 
women in high school principalships with sex-role stereotyping being cited most often. 
Because societal ideas of roles that are appropriate for men and women are not easily 
changed, stereotypes of women and the manner in which boys and girls are socialized from 
birth continue in varying degrees, depending upon the philosophies of parents, schools, 
and communities. Other barriers to women entering high school principalships identified 
in the literature were socialization, lack of mentors or role models, networking, aspiration, 
career path, mobility, and female leadership styles. 
The literature covering women holding positions as high school principals 
indicated that they were doing quite well in those positions and were respected by their 
faculty members. However, female high school principals believed that they had to work 
harder than their male colleagues to meet evaluative standards. It was also noted that 
female high school principals held higher degrees, were appointed to administrative 
positions at an older age, and had more classroom teaching experience than their male 
counterparts. 
CHAPTER III 
METHODOLOGY 
Introduction 
The purpose of this study was to investigate the underrepresentation of females in 
high school principalships in Georgia. Data for this study was gathered by surveying 
female high school principals and female high school assistant principals in Georgia 
concerning their perceptions of barriers that may cause females to be underrepresented in 
high school principalships in proportion to the number of female high school teachers. 
Another concern addressed in this study was compiling demographic information on 
female high school principals and assistant principals in Georgia. 
The first component of the study attempted to identify factors that female high 
school principals and assistant principals in Georgia perceived as barriers to women 
entering high school principalships. Secondly, a comparison of the perceptions of the two 
groups was made, and last, information on the demographic characteristics of Georgia 
female high school principals and assistant principals was compiled. This information was 
utilized to generate a profile of the typical female high school principal and assistant 
principal in Georgia and to determine whether demographic characteristics made a 
difference in the participants' perceptions of barriers to females seeking high school 
principalships. 
This chapter includes the research questions, the design of the study, the subjects 
included in the study, and the survey instrument. A description of the procedures used to 
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conduct the study and analyze the data are included along with a brief summary of the 
chapter. 
Research Questions 
The following research questions were addressed in this study: 
1. What factors do female high school principals in Georgia perceive as 
barriers to women seeking positions as high school principals? 
2. What factors do female assistant high school principals in Georgia perceive 
as barriers to women seeking positions as high school principals? 
3. How do the perceptions of female high school principals compare with 
those of female high school assistant principals in Georgia? 
4. What are the demographic characteristics of the female high school 
principal and assistant principal in Georgia? 
5. Do perceptions of female high school principals and assistant principals 
vary by demographics? 
Design 
This study was designed to determine the factors that high school female principals 
perceive as barriers to women entering high school principalships. The perceptions of 
assistant female high school principals were also examined because many of them would 
likely aspire to become high school principals. A comparison of the perceptions of these 
two groups was made. Demographic information gathered on the two groups was used to 
compile a profile of each group and to determine whether demographic characteristics 
made any difference in their perceptions of barriers to women seeking high school 
principalships. The study was descriptive since the purpose was to gather information 
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from two groups of female high school administrators to compare their perceptions and 
compile common personal characteristics. In order to gather the information, a survey 
instrument was designed by the researcher after a thorough review of the literature to 
correlate the findings with the items to be used on the survey instrument. A pilot study of 
the survey instrument was conducted to establish reliability. The instrument was mailed to 
the 62 female high school principals in Georgia and a random sample of 62 female 
assistant high school principals with a self-addressed, stamped envelope, and a cover letter 
explaining the study and the confidentiality of the information to be returned to the 
researcher. The information from the surveys was compiled and analyzed, and the data 
from each group was then compared. 
Subjects 
The subjects in this study included all female high school principals in Georgia and 
a random sample of female assistant principals in Georgia. From information gathered 
from the 1999 Georgia Public Education Directory, it was determined that of the 323 
public high schools in Georgia, 62 high schools were headed by female principals, so all 62 
female principals were invited to participate in the study. Sixty-two female assistant 
principals were invited to participate and were selected randomly from a data base of 
Georgia assistant high school principals which was compiled by Georgia Southern 
University. Female high school principals were chosen for this study because they had 
first-hand knowledge regarding possible barriers that limited the entry of females to high 
school principalships. Female assistant high school principals were chosen to facilitate a 
comparison between the perceptions of female principals and female assistant principals. 
All high schools in the study included either grades 9 through 12 or 10 through 12. 
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Survey Instrument 
The survey instrument, similar to Wright's (1995), was designed by the researcher 
and included 12 factors identified in the literature as barriers to the entry of females to 
high school principalships and seven questions concerning demographic information. The 
12 items identified as barriers were carefully correlated with the findings in the literature to 
address content validity for the instrument, and each item was worded as clearly and 
concisely as possible to avoid misinterpretations by those who would rate each item. The 
items included were the ones that appeared repetitiously in the literature. A Likert-type 
scale ranging from strongly disagree to strongly agree was used for completing the first 12 
items. Following the first 12 items, participants were asked to list any other factors they 
believed were barriers to women entering high school principalships. The demographic 
items included were also those most often mentioned in the literature on female school 
administrators. Those questions included age, marital status, highest degree earned, 
classroom teaching experience, years in present position, school classification (urban, 
suburban, or rural), and enrollment in the school. 
A pilot study was conducted with five female high school administrators or female 
system level administrators participating. No female high school principals participated in 
the pilot study so that the entire population of female high school principals in Georgia 
could be included in the study. The survey was hand delivered to the five participants with 
a cover letter of explanation and a request for comments and suggestions. Upon 
completion of the survey each participant was interviewed and the researcher asked each 
one to interpret the meaning of each of the first 12 items. The participants were also 
questioned concerning the clarity of the items requesting demographic information. After 
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completing the interviews, the researcher determined the instrument to be adequate since 
the participants had no problems interpreting the meaning of each item, and each of them 
interpreted the same meaning from each item. The participants said the demographic 
section was clear and easily understood and estimated the time required to complete the 
survey instrument at 10 to 15 minutes. 
Procedures 
After the Georgia Southern University Institutional Review Board granted 
approval to conduct the study, a survey instrument was mailed to each participant with a 
letter explaining the study and the confidentiality of the information to be gathered by the 
researcher. Each envelope was coded with a number to determine which principals 
needed a follow-up request. After two weeks, the subjects who had not returned a survey 
were mailed a follow-up letter. The names of the participants were guarded to insure 
confidentiality and were never used after the results of the surveys were compiled. The 
data from the surveys were compiled and analyzed using the Statistical Package of Social 
Science (1997), and the results of the study were reported in Chapter IV. 
Analysis of Data 
Before the data was analyzed, it was tested for reliability using the alpha method. 
The test showed a reliability coefficient of .7342 which is an acceptable level of reliability. 
All data were reported using descriptive statistics, and several different approaches were 
utilized to present the information. Data collected from the 12 items answered on the 
Likert-type scale were analyzed using the Statistical Package of Social Science (1997). 
The response categories of answers ranged from strongly disagree to strongly agree and 
scores of 1 to 5 respectively were assigned to each answer. Means and standard 
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deviations were calculated for each question for both the principals and assistant 
principals. The higher numerical answers indicated that the item was perceived as a 
barrier to the entry of women to the high school principalship. The lower numerical 
answers indicated that the item was not perceived as a barrier. The standard deviations 
signified the extent to which individual answers deviated from the means. Independent 
t tests were done on each of the twelve items and on the summary of the items to facilitate 
a comparison between the mean scores for the female principals and the female assistant 
principals. The results of this analysis were reported using tables. The demographic 
information on each group was compiled and tables were used to report the data. A 
oneway ANOVA was done on each of the demographic characteristics to determine 
whether they made any difference in the perceptions of the participants concerning barriers 
to women seeking positions as high school principals. 
Summary 
The primary purpose of this study was to investigate and gain a better 
understanding of the factors or barriers that limited the entry of females to high school 
principalships. This investigation represented the perspectives of female high school 
principals and female high school assistant principals in Georgia as to causes of the 
proportional underrepresentation of women in high school principalships in Georgia. 
Another purpose of the investigation was to determine the demographic characteristics of 
female high school principals and assistant principals in Georgia. The survey instrument 
was designed to establish the extent to which female high school principals and female 
high school assistant principals in Georgia believed that the barriers that were identified 
from the literature were barriers to the entry of women to high school principalships. 
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A second component of the survey instrument was designed to determine the demographic 
characteristics of the participants. This information was used to determine the 
demographic characteristics of female principals and assistant principals in high schools in 
Georgia, to make a comparison of the characteristics of each group, and to determine 
whether the demographic characteristics made any difference in their perceptions of 
factors that were considered barriers. 
This study was descriptive and several approaches were used to report the data. 
The data were compiled and analyzed by examining means and standard deviations. 
Results of t tests were used to report the findings of the comparison of responses from 
principals and assistant principals. Tables were used to report the demographic 
information on the participants and the comparison of their perceptions by demographic 
characteristics. 
CHAPTER IV 
REPORT OF DATA AND DATA ANALYSIS 
Introduction 
All the available evidence indicates that men are appointed to positions as high 
school principals, while women are historically represented in higher numbers in 
subordinate teaching positions (Mertz & McNeely, 1998). Consequently, the guiding 
purpose of this study was to investigate the underrepresentation of females in high school 
principalships in Georgia. A second purpose was to compile a database of educational, 
experiential, and personal background information on female high school principals and 
assistant principals in Georgia. The data for this study was gathered by surveying the 
entire population of female high school principals in Georgia and a random sample of 
female high school assistant principals. They were asked to respond to 13 questions 
concerning their perceptions of why women were underrepresented in high school 
principalships, and 7 questions dealing with demographic information. Chapter IV 
describes the findings of the data analysis of this investigation. The findings are reported 
in narrative form, and tables are used to report statistics. The analysis of the data was 
done through descriptive statistics, frequency distributions, independent t tests, and 
oneway ANOVAs. 
The following research questions were addressed: 
1. What factors do female high school principals in Georgia perceive as barriers 
to women seeking positions as high school principals? 
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2. What factors do female assistant high school principals in Georgia perceive 
as barriers to women seeking positions as high school principals? 
3. How do the perceptions of female high school principals compare with those 
of female high school assistant principals in Georgia? 
4. What are the demographic characteristics of the female high school principal 
and assistant principal in Georgia? 
5. Do perceptions of female high school principals and assistant principals vary 
by demographics? 
Survey Response Rate of Sample 
Surveys were mailed to all female high school principals in Georgia (N=62) and an 
equal number of female assistant high school principals selected from a database of 
assistant principals compiled by Georgia Southern University. The survey response rates 
from principals and assistant principals were identical. Forty-three principals and 43 
assistant principals responded for a rate of 69.35%. 
Response To Survey Items 
Research Question 1: What factors do female high school principals in Georgia perceive 
as barriers to women seeking positions as high school principals? 
This question examined the perceptions of female high school principals as to 
whether they agreed or disagreed on factors that limit the entry of females to high school 
principalships. The survey included 12 factors identified from the literature that may serve 
as barriers. The thirteenth item on the survey asked the participants to comment on any 
other factors they believed were barriers to women entering high school principalships. 
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Table I presents a percentage range of Likert responses from female high school 
principals on their perceptions of whether the factors listed were barriers to women 
entering high school principalships. Forty-three participants responded to all of the first 
12 items. 
On seven of the 12 items, 50% or more of the participants responded agree or 
strongly agree. The items on which 50% or greater agreed were women have to work 
harder than men to prove they are qualified (74%), few women apply for positions as high 
school principals (65.2%), belief that women cannot handle high school discipline 
problems (62.8%), superintendents and boards of education prefer males for high school 
principalships (60.5%), belief that family conflicts with the job (60.3%), limited 
encouragement from others discourages women (58.2%), and lack of same-gender 
mentors or role models (51.2%). On two of the twelve items, 50% or more responded 
disagree or strongly disagree. The items on which 50% or more disagreed were belief that 
leadership styles of women are inappropriate for high school principalships (58.2%)) and 
limited exposure to the political power structure (51.2%). The item on which more 
participants had no opinion was inability to change residential locations (23.3%). 
Table II presents the means and standard deviations of the Likert responses from 
female high school principals on their perceptions of whether the factors listed are barriers 
to women entering high school principalships. 
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Table I 
Factors as Barriers for Female High School Principals as Reported by Georgia Principals: 
Percentages 
Factors Strongly Disagree No Agree Strongly 
Disagree Opinion Agree 
Belief women cannot 
handle discipline 23.3% 9.3% 4.7% 41.9% 20.9% 
Superintendents and 
bds. of ed. prefer males 7.0 30.2 2.3 34.9 25.6 
Belief family 
conflicts with job 7.0 20.9 11.6 44.2 16.3 
Women have to work 
harder to prove qualified 2.3 20.9 2.3 37.2 37.2 
Parents and community 
prefer men 4.7 39.5 9.3 32.6 14.0 
Fear that men will 
resent women principals 9.3 37.2 16.3 32.6 4.7 
Limited exposure to 
political power structure 4.7 46.5 9.3 25.6 14.0 
Lack of same gender 
mentors or role models 2.3 41.9 4.7 27.9 23.3 
Limited encouragement 
from others 4.7 32.6 4.7 44.2 14.0 
Few women apply for 
high school positions 4.7 18.6 11.6 51.2 14.0 
Inability to change 
residential location 4.7 32.6 23.3 30.2 9.3 
Belief that styles of 
women inappropriate 25.6 32.6 7.0 20.9 14.0 
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Table II 
Factors as Barriers for Female High School Principals as Reported by Georgia Principals: 
Means and Standard Deviations 
Factors M SD 
Women have to work harder to prove qualified 3.86 1.21 
Few women apply for positions as high school principals 3.51 1.10 
Superintendents and boards of education prefer males 3.42 1.35 
Belief family responsibilities conflict with job 3.42 1.20 
Limited encouragement from others 3.30 1.21 
Belief women cannot handle discipline 3.28 1.50 
Lack of same-gender mentors or role models 3.28 1.30 
Parents and community prefer men 3.12 1.22 
Inability to change residential locations 3.07 1.10 
Limited exposure to political power structure 2.98 1.22 
Fear that men will resent women supervisors 2.86 1.13 
Belief leadership styles of women are inappropriate 2.65 1.43 
Note. A higher mean value indicates a factor is perceived to be more agreeable as a barrier 
(5 = strongly agree; 1 = strongly disagree). 
The factor receiving the highest mean rating for a barrier was women have to work 
harder to prove they are qualified and/or competent (M = 3.86, SD = 1.21). The next 
three highest mean ratings were few women apply for positions as high school principals 
(M = 3.51, SD = 1.10), superintendents and boards of education prefer that males hold 
positions as high school principal (M = 3.42, SD = 1.35), and belief that women's family 
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responsibilities conflict with the time requirements of the job (M = 3.42, SD = 1.20). Fear 
that men will resent having a female supervisor (M = 2.86, SD = 1.13) and belief 
leadership styles of women are inappropriate for high school principalships 
(M = 2.65, SD = 1.43) were the two items with the lowest mean ratings. 
Table III presents the comments from item 13 on the survey: Please list any other 
factors that you believe are barriers to women entering high school principalships. The 
comments were entered in the order in which they were received. 
A variety of factors that women high school principals consider barriers were 
included in responses to Item 13, and several of them were related to those in the survey. 
Two responses occurred more than the others. The perception that women cannot handle 
athletic programs occurred five times, and the time required to do the job of a high school 
principal occurred four times. 
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Table III 
Comments from CGeorgia Female High School Principals as to Other Factors That Serve as 
Barriers 
Survey Direct Quote from Item 13 
Number 
18 "Time necessary to do the job adversely affects family responsibilities and 
can take a toll on spouse and children." 
43 "Perception that women can't handle the challenges: discipline/athletic/ 
political. Limited role models" 
56 "I think the greatest barrier is the tremendous time that this job takes. I 
typically work 55-60 hours weekly." 
54 "Fear of breaking stereotypical mold - fear for personal safety" 
62 "Concern about women supervising high school athletic programs. Concern 
that women might not be physically strong enough to endure the 70-80 hour 
week the job requires." 
40 "Women do not build networks and support and encourage other women to 
positions of authority, power or leadership." 
14 "In my opinion, the misconceptions held by BOE members are the main 
road blocks to female administrators at the H.S. level—although a few male 
community members thought they needed to select the first football coach 
forme! Wrong!" 
29 "Lack of prior involvement in athletics/coaching" 
41 "In my experience, there are not very many women who want to be high 
school principals compared to middle and elementary." 
24 "Women can't handle athletics" 
15 "Traditionally, men are high school principals and even women tend to be 
accepting of this attitude. I feel many lack the confidence necessary to 
compete for these positions and also have feelings that they would not do a 
competent job!" 
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Table III (Continued) 
Comments from Georgia Female High School Principals as to Other Factors That Serve as 
Barriers 
Survey Direct Quote from Item 13 
Number 
49 "Few female teachers at the high school level desire to move into 
administration (I think most go w/the level they taught — even though I 
didn't). A big time commitment — hard to handle w/family responsibilities." 
27 "Lack of opportunities for women to perform short-term administrative tasks 
as a gateway experience to training and full-time employment as an 
administrator." 
25 "Glass ceiling exists!" 
21 "Beliefs that: (1) Women do not react well in crisis. (2) Women are more 
emotional, and (3) Women are less willing to give up evenings and 
weekends." 
Research Question 2: What factors do female assistant high school principals in 
Georgia perceive as barriers to women seeking positions as high school principals? 
Table IV presents a percentage range of Likert responses from female assistant 
principals for their perceptions of whether the factors listed in the survey are barriers to 
women entering high school principalships. Each of the 43 participants responded to the 
first 12 items. 
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Table IV 
Factors as Barriers for Female High School Principals as Reported by Georgia Assistant 
Principals: Percentages 
Factors Strongly Disagree No Agree Strongly 
Disagree Opinion Agree 
Belief that women 
cannot handle discipline 18.6% 16.3% 0.0% 39.5% 25.6% 
Superintendents and 
boards of ed. prefer males 2.3 11.6 2.3 32.6 51.2 
Belief family 
conflicts with job 4.7 18.6 14.0 48.8 14.0 
Women have to work 
harder to prove qualified 2.3 18.6 4.7 23.3 51.2 
Parents and community 
prefer men 0.0 30.2 4.7 41.9 23.3 
Fear that men will 
resent women principals 4.7 34.9 16.3 27.9 16.3 
Limited exposure to 
political power structure 2.3 18.6 16.3 37.3 25.6 
Lack of same-gender 
mentors or role models 4.7 30.2 11.6 41.9 11.6 
Limited encouragement 
from others 4.7 20.9 11.6 51.2 11.6 
Few women apply for 
high school positions 4.7 18.6 4.7 58.1 14.0 
Inability to change 
residential locations 7.0 25.6 14.0 48.8 4.7 
Belief that leadership 
styles not appropriate 14.0 37.2 4.7 32.6 11.6 
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On 10 of the 12 items 50% or more of the participants responded agree or strongly 
agree. The items on which 50% or greater agreed were superintendents and boards of 
education prefer males as high school principals (83.8%), women have to work harder to 
prove they are qualified and/or competent (74.5%), few women apply for positions as high 
school principals (72.1%), parents and community prefer men as high school principals 
(65.2%), belief that women cannot handle high school discipline effectively (65.1%), belief 
that women's family responsibilities conflict with the time requirements of the job (62.8%), 
limited exposure to the political power structure (62.8%), and limited encouragement 
from others discourages the aspiration of women to high school principalships (62.8%). 
Lack of same-gender mentors or role models (53.5%) and inability to change residential 
locations (53.5%) also received more than 50% agree or strongly agree responses. On 
one of the items 50% or more participants responded disagree or strongly disagree. The 
item on which 50% or more disagreed was the belief that leadership styles of females are 
not appropriate for high school principals (51.2%). The items on which more participants 
had no opinion were fear that men will resent women principals (16.3%) and limited 
exposure to political power structure (16.3%). 
Table V presents the means and standard deviations of the Likert responses from 
female high school assistant principals on their perceptions of whether the factors listed 
are barriers to women entering high school principalships. 
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Table V 
Factors as Barriers for Female High School Principals as Reported by Georgia Assistant 
Principals: Means and Standard Deviations 
Factors M SD 
Superintendents and boards of education prefer males 4.19 1.10 
Women have to work harder to prove qualified 4.02 1.24 
Limited exposure to political power structure 3.65 1.13 
Parents and community prefer men 3.58 1.16 
Few women apply for positions as high school principals 3.58 1.10 
Family responsibilities conflict with job 3.49 1.10 
Limited encouragement from others 3.44 1.10 
Belief women cannot handle high school discipline 3.37 1.50 
Lack of same-gender mentors or role models 3.26 1.16 
Inability to change residential locations 3.19 1.10 
Fear that men will resent a female supervisor 3.16 1.21 
Belief leadership styles of women are inappropriate 2.90 1.32 
Note. A higher mean indicates a factor is perceived to be more agreeable as a barrier 
(5 = strongly agree; 1 = strongly disagree) 
The factor receiving the highest mean rating was superintendents and boards of 
education prefer males as high school principals (M = 4.19, SD = 1.10). The second 
highest rated factor was women have to work harder to prove they are qualified and/or 
competent (M = 4.02, SD = 1.24). The lowest mean rating was for the belief that 
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leadership styles of women are inappropriate for high school principalships (M = 2.90, 
SD = 1.32). The lowest standard deviation (SD = 1.10) was shown by five factors: 
superintendents and boards of education prefer males, few women apply for positions as 
high school principals, family responsibilities conflict with job, limited encouragement 
from others, and inability to change residential locations. 
Table VI presents the comments from item 13 on the survey: Please list any other 
factors that you believe are barriers to women entering high school principalships. The 
comments were entered in the order in which they were received. 
Female assistant high school principals referred to "good old boy networks" six 
times as barriers to women aspiring to high school principalships. Beliefs concerning 
athletic programs or the lack of an athletic background were mentioned five times. Also 
mentioned as barriers two times each were the inability of women to accept other women 
and the time involved in doing the job. 
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Table VI 
Comments from Georgia Female High School Assistant Principals as to Other Factors 
That Serve as Barriers 
Survey Direct Quote from item 13 
Number 
15 There seems to be a good 'ole boy network at work that tends to promote 
men over women, even if the man has few leadership skills." 
52 "Back stabbing males—Good Ole Boys" 
"Male politicians in school district" 
"Males who are 'power' hungry" 
"Males who criticize me for being too strict and following the handbook" 
"Males who don't do their jobs but expect me to do mine" 
60 "Sports—be lief that men are more supportive and knowledgeable" 
"Boards of Edu. are usually predominantly male, and the 'good ole boys' 
mentality is alive and well" 
62 "Women will recommend men over other women." 
"Women leaders have problems accepting other women." 
"Society accept/prefer men over women." 
"White women are accepted less than black women." 
32 "Knowledge of athletics; size of faculty and student population" 
20 "Shared experiences—particularly athletics" 
50 "Lack of encouragement from institutions of higher education" 
30 "Responsibilities to family" 
"Amount of time spent dealing with athletics" 
7 "Perceptions of women's abilities in leadership roles are changing. As more 
women demonstrate competence, there will be more opportunities opened to 
women leaders." 
31 "Good Old Boy System" 
"Inability of female to enter into activities with Supt. & Bd. Member — i.e. 
running; sports; drinking (would appear inappropriate)" 
"Women who 'make it' sabotage other women ~ no gender support." 
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Table VI (Continued) 
Comments from Georgia Female High School Assistant Principals as to Other Factors 
That Serve as Barriers 
Response Direct Quote From Item 13 
Number 
37 "Still too many boards (BOE) with the 'Good Ole Boy' mentality" 
16 "Local politics" 
"Lack of coaching background" 
58 "Some women prefer elementary school because they will not be required 
to attend after hours school functions as often as high school principals do." 
23 "There is a pre-conceived notion that women are 'elementary' material; I also 
think there's a perception that we're not 'tough enough'—'that football coach 
will just chew you up'!" 
11 "Women tend to be left out of the 'good ole boy' network and tend to be 
passed over for promotions." 
6 "The 'good old boy' system." 
Research Question 3: How do the perceptions of female high school principals compare 
with those of female high school assistant principals in Georgia? 
Table VII presents the results of independent t tests for the perceptions of female 
high school principals compared to the perceptions of female high school assistant 
principals as to the factors that were considered barriers to women entering high school 
principalships. Independent t tests were done for the first 12 items on the survey 
instrument and for the summary of items. 
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Table VII 
Comparison of the Perceptions of Female High School Principals and Female High School 
Assistant Principals Regarding Factors That are Barriers to Women Entering High School 
Principalships: Independent t test 
Principals Assistant Principals 
Factors M SD N M SD N t 
Belief that women 
cannot handle discipline 3.28 1.50 43 3.37 1.50 43 -0.29 
Superintendents and 
bds. of ed. prefer males 3.42 1.35 43 4.19 1.10 43 -2.89** 
Belief family 
conflicts with job 3.42 1.20 43 3.49 1.10 43 -0.28 
Women have to work 
harder to prove qualified 3.86 1.21 43 4.02 1.24 43 -0.62 
Parents and community 
prefer men 3.12 1.22 43 3.58 1.16 43 -1.81 
Fear that men will 
resent women principals 2.86 1.13 43 3.16 1.21 43 -1.20 
Limited exposure to 
political power structure 2.98 1.22 43 3.65 1.13 43 -2.65* 
Lack of same-gender 
mentors or role models 3.28 1.30 43 3.26 1.16 43 0.09 
Limited encouragement 
from others 3.30 1.21 43 3.44 1.10 43 -0.56 
Few women apply for 
high school positions 3.51 1.10 43 3.58 1.10 43 -0.30 
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Table VII (Continued) 
Comparison of the Perceptions of Female High School Principals and Female High School 
Assistant Principals Regarding Factors That are Barriers to Women Entering High School 
Principalships: Independent t test 
Principals Assistant Principals 
Factors M SD N M SD N t 
Inability to change 
residential locations 3.07 1.10 43 3.17 1.10 43 -0.50 
Belief that leadership 
styles not appropriate 2.65 1.43 43 2.91 1.32 43 -0.86 
Sum of Perceptions 38.23 8.75 43 41.84 6.71 43 -1.84 
*p< .05. **p< .01. 
Independent t test results indicated significant differences between the perceptions 
of female high school principals and female high school assistant principals in the 
following two areas: superintendents and boards of education prefer males for positions 
as high school principals (t = -2.89, p = .005) and limited exposure to the political power 
structure (t = -2.65, p = .01). In both areas the responses of assistant principals (M = 4.19 
and M = 3.65 respectively) were higher than those of the principals (M = 3.42 and 
M = 2.98 respectively). The mean ratings of the assistant principals were higher than 
those of the principals for 11 of the 12 factors. A t test to examine the overall difference 
between principals and assistant principals showed no significant difference (t = -1.84). 
Research Question 4: What are the demographic characteristics of the female high school 
principal and assistant principal in Georgia? 
64 
Table VIII presents information on the age categories of the participants in the 
study. All 86 of the participants responded to the question concerning age. 
Table VIII 
Ages of Participants: Frequency Distributions 
Age Group 
Principals Assistant Principals 
N Percentage N Percentage 
25-34 0 00.0% 4 09.3% 
35-39 4 09.3 6 14.0 
40-44 5 11.6 7 16.3 
45-49 12 27.9 9 20.9 
50-54 18 41.9 14 32.6 
55-59 4 09.3 3 07.0 
Over 60 0 00.0 0 00.0 
The largest percentage of both principals and assistant principals were in the 50-54 
age group (Principals 41.9%; assistant principals 32.6%). No principals were in the 25-34 
age group or the over 60 age group. Four assistant principals were in the 25-34 age 
group and none were over 60. 
Table IX presents information on the marital status of the participants. Of the 43 
principal participants, 41 responded to this question. Of the 43 assistant principal 
participants, everyone responded. 
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Table IX 
Marital Status of Participants: Frequency Distributions 
Principals Assistant Principals 
Marital Status N Percentage N Percentage 
Married 28 65.1% 31 72.1% 
Single 5 11.6 4 09.3 
Divorced 7 16.3 7 16.3 
Widowed 1 02.3 1 02.3 
The majority of principals (65.1%) and assistant principals (72.1%) were married. 
The marital status of the other participants (principals: 11.6% single; 16.3% divorced; 
2.3% widowed) (assistant principals: 9.3% single; 16.3% divorced; 2.3% widowed) was 
very similar. 
Table X presents information on the educational level of the participants. All 86 
participants responded to this question. 
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Table X 
Educational Level of Participants: Frequency Distributions 
Educational Level 
Principals Assistant Principals 
N Percentage N Percentage 
B.S./B.A. 0 00.0% 0 00.0% 
M.S./M.A. 2 04.7 11 25.6 
Ed. S. 34 79.1 24 55.8 
Ed.D./Ph.D. 7 16.3 8 18.6 
The majority of participants held Education Specialist level degrees (principals 
79.1%; assistant principals 55.8%). Masters level degrees were held by 4.7% of principals 
and 25.6% of assistant principals. The highest level degrees (Ed.D./Ph.D) were held by 
16.3% of principals and 18.6% of assistant principals. 
Table XI presents information concerning the amount of classroom experience each 
participant had. All 86 participants responded to this question. 
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Table XI 
Classroom Experience of Participants: Frequency Distribut ions 
Years Classroom 
Experience 
Principals Assistant Principals 
N Percentage N Percentage 
1-5 4 09.3% 2 04.7% 
6-10 7 16.3 7 16.3 
11-15 18 41.9 13 30.2 
16-20 10 23.3 13 30.2 
21-25 2 04.7 4 09.3 
26 or more 2 04.7 4 09.3 
The majority of principals had 11-15 years of classroom experience (41.9%), and 
23.3% reported having 16-20 years. An equal percentage of assistant principals reported 
having 11-15 years and 16-20 years experience (30.2% respectively). A small percentage 
of participants reported having 1-5 years classroom experience (principals 9.3%; assistant 
principals 4.7%). An equal percentage of principals and assistant principals reported 
having 6-10 years experience (16.3% respectively). Equal percentages of principals 
reported having 21-25 years and 26 or more years experience (4.7%). Equal percentages 
of assistant principals also reported having 21-25 years and 26 or more years experience 
(9.3%). 
Table XII presents information on the number of years participants had been in 
their current position. Of the 43 principal participants, 42 responded to this question, and 
of the 43 assistant principals, everyone responded. 
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Table XII 
Number of Years Participants Have Been in Current Positions: Frequency Distributions 
Years in 
Current Position 
Principals Assistant Principals 
N Percentage N Percentage 
1-5 28 65.1% 29 67.4% 
6-10 14 32.6 11 25.6 
11-15 0 00.0 2 04.7 
16-20 0 00.0 0 00.0 
21-25 0 00.0 1 02.3 
26 or more 0 00.0 0 00.0 
The majority of participants had been in their current positions for 1-5 years 
(principals 65.1%; assistant principals 67.4%). Those who had been in their current 
positions for 6-10 years were the next largest group (principals 32.6%; assistant principals 
25.6%). No principal had been in her present position more than 10 years. Of the 
remaining participants who were all assistant principals, 4.7% had been in their current 
positions 11-15 years, and 2.3% (1 participant) had been in her current position for 21-25 
years. 
Table XIII presents information concerning the classification of the school system 
in which the participants worked. All 86 participants responded to this question. 
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Table XIII 
Classification of School System of Participants: Frequency Distributions 
Principals Assistant Principals 
Classification N Percentage N Percentage 
Urban 8 18.6% 5 11.6% 
Suburban 19 44.2 18 41.9 
Rural 16 37.2 20 46.5 
7 
The majority of principal participants were employed in suburban school systems, 
and the second highest percentage was employed in rural systems (suburban 44.2%; rural 
37.2%). A slight majority of assistant participants were employed in rural school systems 
with the second highest percentage employed in suburban systems (rural 46.5%; suburban 
41.9%). The percentage of urban principal participants was 18.6%, and the percentage of 
urban assistant principal participants was 11.6%. 
Table XIV presents information concerning the student enrollment of the high 
schools in which the participants were employed. All 86 participants responded to this 
question. 
The majority of both principal and assistant principal participants were working in 
schools with enrollments of 1000-1500 (39.5% respectively). The smallest percentage of 
both principal and assistant principal participants were working in schools of 500 or less 
(principals 7%; assistant principals 9.3%). About one-third of the principals were 
employed in schools with enrollments over 1500 (32.6%), and about one-fourth of 
assistant principals were employed in schools with enrollments over 1500 (23.3%). 
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Table XIV 
Enrollment of the High Schools of Participants: Frequency Distributions 
Principals Assistant Principals 
Enrollment N Percentage N Percentage 
Less than 500 3 07.0% 4 09.3% 
500-1000 9 20.9 12 27.9 
1000-1500 17 39.5 17 39.5 
Over 1500 14 32.6 10 23.3 
About one-fifth of principal participants were employed in schools with enrollments of 
500-1000 (20.9%), and slightly more than one-fourth of assistant principals were 
employed in schools with enrollments of 500-1000 (27.9%). 
Research Question 5: Do the demographic characteristics make any difference in the 
perceptions of female high school principals and assistant principals in Georgia? 
Table XV presents the results of a oneway analysis of variance (ANOVA) 
performed to compare the perceptions of female high school principals and assistant 
principals by demographic characteristics. A oneway ANOVA was conducted on each of 
the seven demographic characteristics. 
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Table XV 
Comparison of Perceptions of Female High School Principals and High School Assistant 
Principals by Demographic Characteristics: Oneway Analysis of Variance 
Demographic 
Characteristic 
Group df Sum of 
Squares 
Mean 
Square 
F 
Age Between Groups 5 330.892 66.178 1.062 
Within Groups 80 4984.840 62.311 
Total 85 5315.733 
Marital Status Between Groups 3 337.852 112.617 1.820 
Within Groups 80 4949.707 61.871 
Total 83 5287.560 
Educational Between Groups 2 33.462 16.731 .263 
Level Within Groups 83 5282.270 63.642 
Total 85 5315.733 
Classroom Between Groups 5 194.381 38.876 .607 
Experience Within Groups 80 5121.352 64.017 
Total 85 5315.733 
Years in Between Groups 3 152.902 50.967 .800 
Current Position Within Groups 81 5162.321 63.732 
Total 84 5315.224 
Classification of Between Groups 2 51.566 25.783 .407 
School System Within Groups 83 5264.167 63.424 
Total 85 5315.733 
School Between Groups 3 23.987 7.996 .124 
Enrollment Within Groups 82 5291.745 64.533 
Total 85 5315.733 
*p<.05 
Each one of the demographic characteristics was analyzed to determine its impact 
on the perceptions of the participants. None of the demographic characteristics were 
shown to significantly impact the perceptions of female high school principals and assistant 
principals in Georgia. 
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Summary 
This study was an investigation of factors that female high school principals and 
female high school assistant principals in Georgia perceived as barriers to women entering 
high school principalships. A second area of investigation was the demographic 
characteristics of these two groups. The 12 factors included on the survey as possible 
barriers were identified from those factors most often mentioned as barriers in a thorough 
review of the literature. 
Fifty percent or more of the female high school principals agreed or strongly 
agreed with 7 of the 12 barriers to females entering high school principalships. Fifty 
percent of the female high school principals disagreed or strongly disagreed with 2 of the 
barriers. On 3 of the barriers, 50% neither agreed nor disagreed since one of the answer 
choices was "no opinion." Fifty percent or more of the female high school assistant 
principals agreed or strongly agreed with 10 of the 12 barriers to females entering high 
school principalships. Fifty percent or more of the participants disagreed or strongly 
disagreed with one of the barriers. The remaining barrier showed neither agreement nor 
disagreement by 50% or more participants. 
Slightly over one-third of the participants responded to an item that gave them an 
opportunity to identify other factors that they believed were barriers to females entering 
high school principalships. The circumstance identified most often for principals was the 
perception that women could not handle athletic programs. The factor cited most often by 
assistant principals was "the good old boy network." 
The results of the demographic questions on the survey indicated that the typical 
female high school principal in Georgia was 50 to 54 years of age, was married, held an 
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Ed. S. degree, had 11 to 15 years of classroom experience, had held her present position 
from 1 to 5 years, and was employed by a suburban school system in a school with a 
student population of 1000 to 1500. The survey also indicated that the typical female high 
school assistant principal in Georgia was 50 to 54 years of age, was married, held an 
hd. S. degree, had from 11 to 20 years of classroom experience, had been in her present 
position from 1 to 5 years, and was employed by a rural school system in a school with a 
student population of 1000 to 1500. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND IMPLICATIONS 
Summary 
Females are underrepresented in high school principalships when compared to the 
percentage of female high school teachers. About 54% of high school teachers are 
females, while about 20% of high school principals are females (Market Data Retrieval, 
1998). Since 1905 the majority of teachers in the United States have been women, but 
females have never held a majority of high school principalships (Shakeshaft, 1989b). 
The purpose of this study was to identify barriers to women seeking high school 
principalships by surveying females who were presently serving as high school principals 
or assistant high school principals in Georgia. Participants were also asked to provide 
demographic information about themselves to facilitate development of a profile of the 
female high school principal and assistant principal in Georgia and to determine whether 
demographic characteristics made a difference in their perceptions of barriers. All female 
high school principals in Georgia were invited to participate in the study, and an equal 
number of female assistant high school principals were randomly selected to participate. 
Of the 62 principals and 62 assistant principals, 43 principals and 43 assistant principals 
completed and returned the survey which represented a 69.35% response rate. 
The survey instrument developed by the researcher contained 12 items identified 
from the literature as possible barriers to women seeking high school principalships. The 
participants were asked to rank each item on a Likert-type scale ranging from strongly 
disagree to strongly agree as to their perceptions of the item as a barrier. Item 13 
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provided participants an opportunity to list any other factors they believed were barriers. 
Fifteen principals and sixteen assistant principals responded to this item. The second part 
ot the survey contained seven questions requesting personal demographic information. 
Discussion of Research Findings 
The responses of female high school principals and assistant principals were 
analyzed to determine whether they perceived any of the first 12 items on the survey to be 
barriers to women entering high school principalships. Then a comparison of the 
responses of the two groups was made to determine whether a significant difference 
existed on any of the 12 items. Next, the responses to item 13 for each group were 
compiled. Finally, responses to the second section of the survey requesting demographic 
information were compiled to determine the profile of the female high school principal and 
assistant principal in Georgia. A oneway ANOVA was done to determine whether any of 
the demographic characteristics made a difference in the perceptions of the participants. 
The responses of principals showed that over 50% either agreed or strongly agreed 
that seven of the 12 factors were barriers to women entering high school principalships. 
The majority of assistant principals either agreed or strongly agreed that 10 of the 12 items 
were barriers to women entering high school principalships. The two groups tended to 
give high ratings to many of the same items; however, assistant principals had higher mean 
ratings in almost all areas. 
The first item suggested that a belief existed that women cannot handle high school 
discipline problems, and about two-thirds of both groups agreed or strongly agreed that 
such a belief was a barrier. These findings support the earlier research of Whitaker and 
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Lane (1990) that an assumption exists that women are unable to discipline high school 
students. 
Item two, which stated that superintendents and boards of education prefer that 
males hold positions as high school principals, received considerable validation as a barrier 
from both principals and assistant principals. Over 60% of principals and over 80% of 
assistant principals perceived this item as a barrier. Item two also received the most 
strongly agree responses from principals and was one of two items that tied for the most 
strongly agree responses from assistant principals. Though this item evoked strong 
responses from both groups, it was also one of two items that, when analyzed, showed a 
significant difference between the perceptions of the two groups. This difference may be 
attributed to a strongly agree response from over half of the assistant principals. These 
findings support the research of Biancalana and Mauer (1994), Calabrese (1987), Epp 
(1987), Fauth (1984), Goin (1992), Hample (1987), Lynch (1990), Napier and Willower 
(1991), Pounder (1990), Shakeshaft (1989a), Shepherd (1997), Whitaker and Lane 
(1990), and Wyatt (1992) suggesting that for many of those in school leadership positions, 
a belief remains that the ideal high school principal fits a masculine stereotype. 
A majority of about two-thirds of both groups supported item three, the belief that 
women's family responsibilities conflict with the time requirements of the job. Support for 
this barrier may be reflected in the research of Goeller (1995) which suggested that most 
women administrators still claim ownership for household responsibilities. 
Item four, which suggested that women have to work harder to prove they are 
qualified and/or competent, was strongly supported by both groups. Three-fourths of 
both groups agreed that item four was a barrier, and over half of the assistant principals 
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responded strongly agree to this item. This item tied with item two for the largest 
percentage of strongly agree responses by assistant principals. These findings support the 
research findings of Marshall (1986) and Napier and Willower (1991). 
The belief that parents and community prefer men as high school principals was 
supported by about two-thirds of assistant principals, but a majority of principals neither 
agreed nor disagreed. About an equal percentage of principals agreed and disagreed, and 
about 10% had no opinion. These findings and the previous findings in item two seem to 
support Whitaker and Lane's (1990) conclusion that it is not parents and community that 
keep women out of some administrative positions, but those higher in the organizational 
hierarchy. 
Item six suggested a fear existed that men would resent having a female 
supervisor, but neither a majority of principals nor assistant principals showed agreement 
or disagreement that this item was a barrier. Slightly over 16% of both groups had no 
opinion on this item as a barrier, while about an equal percentage agreed and disagreed 
with the item as a barrier. Even though this factor is cited in the literature (Whitaker & 
Lane, 1990), apparently, it was not a factor a majority of Georgia principals or assistant 
principals had confronted as a barrier. 
Responses from assistant principals indicated they believe that item seven, limited 
exposure of women to the power structure, was a barrier to women entering high school 
principalships; however, slightly over half of principals did not believe item seven was a 
barrier. T his item was one of two that, when analyzed, showed a significant difference in 
the mean ratings of principals and assistant principals. These findings among female 
principals may be related to the suggestions of Wyatt (1992) and McGrath (1992). Wyatt 
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suggested that though women are often excluded from the power network, they could 
establish networks by joining organizations within the power structure, increasing visibility 
in professional circles, and participating in social functions. McGrath suggested that 
women have begun to gain access to networks of influential men and have learned that 
relationships are as important as hard work. 
Slightly more than half of the principals and assistant principals indicated that the 
absence of same gender mentors and role models was a barrier. Biancalana and Mauer 
(1994), Hampel (1987), Shakeshaft (1989b), Whitaker and Lane (1990), and Wyatt 
(1992) noted that for women to succeed in obtaining school administrative positions, 
mentors and role models were important. 
The majority of principals and assistant principals agreed that women receive little 
encouragement from others to seek high school principalships. This finding is consistent 
with the findings of research by Epp (1993), Fauth (1984), Shakeshaft (1989b), and 
Whitaker and Lane (1990), who stated that men were encouraged more than women to 
pursue administrative positions and that men had generally helped other men move up the 
career ladder. 
About two-thirds of principals and assistant principals indicated that item 10, few 
women apply for positions as high school principals, was a barrier. This barrier may be 
directly linked to some of the other barriers identified in the literature. For example, Epp 
(1993) noted that the low proportion of female administrators may be due to prevailing 
societal assumptions rather than aspirations of female educators. Gips (1989) observed 
that men were more often groomed for line positions such as principals than women. 
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Item 11, which addressed the inability of females to change residential locations, 
was supported by slightly more than half of the assistant principals. About one-fourth of 
principals had no opinion, and the others were about evenly divided between agreement 
and disagreement. This item did not seem to evoke strong feelings for either group. Even 
though a majority of assistant principals agreed that mobility was a barrier, only two 
participants responded strongly agree to item 11. This was the lowest number of strongly 
agree responses for any of the 12 items by either group. Although lack of mobility was 
cited in the literature as a barrier (Brzeskwinski, 1981; Marshall, 1986; Whitaker & Lane, 
1990; Truett, 1982), the findings in this study indicate that it is not a strong barrier for 
present-day female administrators in Georgia. 
Slightly more than half of principals and assistant principals disagreed that item 12, 
the belief that leadership styles of women are not appropriate for high school 
principalships, was a barrier to women seeking positions as high school principals. This 
was the only item on which the majority of assistant principals disagreed that the item was 
a barrier, and it was one of only two items on which the majority of principals responded 
disagree or strongly disagree. Item 12 also received the lowest mean ratings for both 
groups. These findings may be partially explained by Yukl's (1998) conclusion that studies 
on the differences in leadership styles of men and women are often contaminated by 
extraneous variables which are not measured or controlled. He noted that this could cause 
differences in behavior to be attributed to gender in error. 
Item 13 gave participants an opportunity to list any additional factors they 
perceived as barriers to women seeking positions as high school principals. About one- 
third of each group responded to this item. The barrier cited most often by principals and 
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second most often by assistant principals was the perception that women could not handle 
high school athletic programs. The barrier cited most often by assistant principals was the 
"good old boy network." 
The demographic responses indicated that the highest percentage of both groups 
were in the 50 to 54 age group, were married, held Ed. S. degrees, had been in their 
present position from one to five years, and worked in schools with student enrollments 
between 1000 and 1500. The highest percentage of principals were employed in suburban 
systems, while more assistant principals were employed in rural systems. The largest 
percentage of principals reported having between 11 and 15 years of classroom 
experience, and equal percentages of assistant principals reported having 11 to 15 years 
and 16 to 20 years of classroom experience. 
A oneway ANOVA was performed to determine whether demographic 
characteristics made a difference in the perceptions of the participants. The findings from 
the oneway ANOVA indicated that none of the demographic characteristics made a 
significant difference in the perceptions of the participants. 
Conclusions 
This study was an investigation of the factors female high school principals and 
assistant principals in Georgia perceived as barriers to women seeking positions as high 
school principals. The participants completed a survey that identified 12 factors found in 
the extant literature that may be barriers to women seeking high school principalships. 
Based on their responses to the survey, several conclusions can be drawn. 
Responses to the survey indicate that both female high school principals and 
assistant principals believe that a number of barriers exist for women aspiring to become 
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high school principals. Among those barriers are the preference of superintendents and 
board of education members that males fill positions as high school principals, the belief 
that women must work harder to prove they are qualified and/or competent, the belief that 
few women apply for positions as high school principals, the belief that family 
responsibilities conflict with the job, the lack of encouragement from others, the belief that 
women cannot handle high school discipline, and the lack of same gender mentors or role 
models. It can be further concluded that the participants do not believe the leadership 
styles of women or mobility are strong barriers. One might also conclude that female 
assistant principals have stronger opinions about barriers women face in seeking high 
school principalships than females who have already achieved placements as high school 
principals. From the item on additional barriers, it can be concluded that the perception 
that women cannot handle athletic programs and the existence of the "good old boy 
network" are both considered barriers by a number of high school female principals and 
assistant principals. 
From the demographic information, it can be concluded that most female high 
school principals and assistant principals in Georgia are 50 to 54 years of age, married, 
have an Education Specialist degree, work in a school with an enrollment of 1000 to 1500, 
and have been in their present jobs from 1 to 5 years. The demographic findings support 
the earlier findings of Calabrese (1987). It can also be concluded that demographic 
characteristics of the participants do not make a difference in the perceptions of factors 
considered to be barriers. 
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Implications 
School board members and superintendents should make every effort to fill high 
school principals' positions by fairly evaluating the qualifications of each applicant without 
regard to the gender of applicants or their background in athletics. Since sex-role 
stereotyping was one of the most often-cited reasons for the underrepresentation of 
women in school administration (Marshal, 1984; Metzger, 1985; Pounder, 1990; 
Shakeshafl, 1989b; Yeakey, Johnson & Adkison, 1986), school board members and 
superintendents should be careful not to stereotype women. 
A number of implications for women who aspire to be high school principals can 
be drawn from this study. Women should become aware of career paths (Hampel, 1987; 
McGrath, 1992, Shakeshaft, 1989b; Yeakey, Johnson & Adkison, 1986) that lead to their 
ultimate professional goals, and they should join organizations within the power structure 
and professional organizations that will provide visibility and contact with influential men 
and women (Shakeshaft, 1989b; Wyatt, 1992). They should also apply for positions as 
high school principals even though they may not be encouraged to do so by others. It is 
also important for women to understand that willingness to change residential locations 
increases the chances of moving up the career ladder and that fulfilling the responsibilities 
of a demanding job may mean giving up or redirecting some household responsibilities. 
Since women are often excluded from networks (Shakeshaft, 1989b and Wyatt, 
1992), female high school principals should form networks that are likely to support their 
female peers and females who aspire to be administrators. Female high school principals 
should encourage and actively mentor prospective female high school principals. 
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Those who prepare females in university school administration programs should 
make their female students aware of the factors that may serve as barriers to their 
becoming high school principals. These students should also be encouraged to apply for 
positions that have traditionally been held by men. 
Recommendations 
Based on a thorough examination of the data generated by this study and the 
response rate of participants, the following recommendations are made. 
1. Because there is some indication that women are becoming more successful 
in achieving higher level line positions in public school organizations, this 
study should be replicated within the next two to three years. If it were 
replicated, a comparison could be made to establish the level of progress. 
2. An attempt to replicate this study on a national level should be made, and a 
comparison should be made across states and geographical regions of the 
United States. Such a study would be a major contribution to 
the literature. However, identifying possible participants would likely be an 
extremely difficult task. 
3. According to Marshall and Rossman (1995), one of the strengths of 
qualitative research is the technique of searching for a deeper 
understanding of the lived experiences of participants. Consequently, a 
qualitative study to further investigate barriers to women seeking high 
school principalships in Georgia is merited considering the high response 
rate of participants in this study, the barriers they identified and their 
interest in the findings of the study. 
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Appendix A 
Survey: Factors that Limit the entry of Women 
to the High School Principalship 
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FACTORS THAT LIMIT THE ENTRY OF 
WOMEN TO THE HIGH SCHOOL PRINCIPALSHIP 
Instructions: Listed below are factors identified from the literature that may limit the entry 
of women to the high school principalship. For each factor please indicate the extent to 
which you agree or disagree that the factor contributes to the low proportional number of 
female high school principals as compared to the number of female high school teachers. 
Circle "SD" for Strongly Disagree, "D" for Disagree, "N" for No Opinion, "A" for Agree, 
and "SA" for Strongly Agree. 
1. Belief that women cannot handle high school discipline 
effectively SD D N A SA 
2. Superintendents and boards of education prefer that 
males hold positions as high school principals. SD D N A SA 
3. Belief that women's family responsibilities conflict with the 
time requirements of the job SD D N A SA 
4. Women have to work harder to prove they are qualified and/or 
competent. SD D N A SA 
5. Parents and Community prefer men as high school principals. SD D N A SA 
6. Fear that men will resent having a female supervisor SD D N A SA 
7. Limited exposure to the political power structure SD D N A SA 
8. Lack of same-gender mentors or role models (in educational 
setting) SD D N A SA 
9. Limited encouragement from others discourages the aspiration 
of women to high school principalships SD D N A SA 
10 . Few women apply for positions as high school principals SD D N A SA 
11 . Inability to change residential locations (mobility) SD D N A SA 
12 . Belief that leadership styles of women are not appropriate for 
high school principalships SD D N A SA 
13. Please list any other factors that you believe are barriers to women entering high 
school principalships. (continued on next page) 
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Instructions: Please circle the response that best describes you for each item below. All 
responses are optional. 
1. My age group 
A. 25-34 C. 40-44 E. 50-54 G. 60 or over 
B. 35-39 D. 45-49 F. 55-59 
2. My marital status 
A. Married B. Single C. Divorced D. Widowed 
3. My highest degree earned 
A. B.S./B.A. C. Ed.S E. Other (Please specify) 
B. M.S./M.A. D. Ed.D/Ph.D. 
4. Total number of years as a classroom teacher 
A. 1-5 B. 6-10 C. 11-15 D. 16-20 E. 21-25 F. 26 or more 
5. Number of years in current position 
A. 1-5 B. 6-10 C. 11-15 D. 16-20 E. 21-25 F. 26 or more 
6. Your school system classification 
A. Urban B. Suburban C. Rural 
7. Enrollment in your high school 
A. Less than 500 B. 500-1000 C. 1000-1500 D. Over 1500 
Please return to: Jane Milliard Phone: (912)783-1570 H 
Route 3, Box 2115 
Hawkinsville, Georgia 31036 
(912)783-7210 W 
Fax: (912)783-7251 
Appendix B 
Survey Cover Letter 
HAWKINSVILLE HIGH SCHOOL 
Grades 9-12 
No. 1 Red Devil Drive • Hawkinsville, Georgia 31036 • (478) 783-7210 
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November 4, 1999 
Dear Principal, 
My name is Jane Billiard. I am the vocational director and instructional coordinator at 
Hawkinsville High School in Pulaski County. I am a doctoral student at Georgia Southern 
University, and I am completing a dissertation on the underrepresentation of females in 
high school principalships in Georgia. The research on female high school principals is 
very limited, and this study will be an important addition to the existing body of 
knowledge. The purpose of this study is to investigate the perceptions of female high 
school principals and assistant principals as to what factors contribute to the low 
percentage of female high school principals in Georgia. 
All female high school principals and a sample of female assistant high school principals in 
Georgia are being asked to assist me in gathering data to analyze this situation. If you 
agree to participate, please complete the attached questionnaire and return it in the 
envelope provided. Completion and return of the questionnaire will indicate permission to 
use the information you provide in the study. Please be assured that your responses will 
be kept confidential. Questionnaires will be numbered so that I will be able to determine 
whether I need to make a follow-up call to anyone. Names, addresses and telephone 
numbers will be held in strict confidence and will be used for nothing more than mailing 
questionnaires and follow-up telephone calls. It will be most helpful if you respond to 
each item; however, you may choose not to answer one or more of them without penalty. 
If you would like a copy of the results of the study, please indicate your intent on the last 
page of the questionnaire. 
Let me thank you in advance for your assistance in this study. If you have any questions 
about this research project, please call me at (912) 783-1570 H or (912) 783-7225 W. If 
you have any questions or concerns about your rights as a research participant in this 
study, please direct them to the IRB Coordinator at the Office of Research Services and 
Sponsored Programs at (912) 681-5456. 
Sincerely, 
Jane Hilliard 
Vocational Director 
Instructional Coordinator 
JOEY GEORGE JANIS SPARROW LEE CAMPBELL JANE MILLIARD 
Principal Assistant Principal Athletic Director Voc.Dir./Inst. Coordinator 
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To: Jane S. Hillard 
Department of Leadership, Technology & Human Development 
From: Neil Garretson, Coordinator 
Research Oversight Committees (lAttJC/IBC/IRB) 
Date: September 27, 1999 
Subject: Application for Approval to Utilize Human Subjects in Research 
On behalf of Dr. Howard M. Kaplan, Chair of the Institutional Review Board (IRB), I am writing to inform you that 
we have completed the review of your Application for Approval to Utilize Human Subjects in your proposed 
research, "Factors that Contribute to the Underrepresentation of Females in Georgia High School Principalships." 
It is the determination of the Chair, on behalf of the Institutional Review Board, that your proposed research 
adequately protects the rights of human subjects. Your research is approved in accordance with the Federal Policy 
for the Protection of Human Subjects (45 CFR §46101(b)(2)), which states: 
(2) Research involving the use of ...survey procedures, interview procedures (as long as) 
(i) information obtained (either) is recorded in such a manner that human subjects eaft (cannot) be 
identified, directly or through identifiers linked to the subjects, (or) 
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principals, is this correct? If so, how are you determining your sample population? That is, exactly how are 
you determining which of the Georgia principals are female (i.e., is there a list of some type that you have 
access to, how?)? 
2. You will need to revise the last sentence of the last paragraph of the informed consent cover letter to read as 
follows: 
If you have any questions about this research project, please call me (the researcher) at (phone number). 
If you have any questions or concerns about your rights as a research participant in this study, they should 
be directed to the IRB Coordinator at the Office of Research Services and Sponsored Programs at 
(912)681-5465. 
If you have any questions, comments, or concerns about these conditions of approval, please do not hesitate to 
contact the IRB Coordinator. Please send a copy of all revised and'or additional materials to the IRB Coordinator at 
the Office of Research Services and Sponsored Programs (PO Box 8005). 
This IRB approval is in effect for one year from the date of this letter. If at the end of that time, there have been 
no changes to the exempted research protocol, you may request an extension of the approval period for an additional 
year. Please notify the IRB Coordinator immediately if a change or modification of the approved methodology is 
necessary. Upon completion of your data collection, please notify' the IRB Coordinator so that your file may be 
closed. 
Cc: Dr. Ronald Davison, Faculty Advisor 
Office of Research Services & Sponsored Programs 
Georgia Southern University 
Research Oversight Committees (IACUC/IBC/IRB) 
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Phone: 681 -5465 P.O. Box 8005 Fax: 681-0719 
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Counseling and Career Development Center 
Cc: Dr. Ron Davison 
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From: Neil Garretson, Coordinator k j 
Research Oversight Committees 
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The Institutional Review Board (IRB) Committee has received your revised and/or additional 
application materials for the approved research titled, "Factors that Contribute to the 
Underrepresentation of Females in Georgia High School Principalships." You have satisfactorily 
met the conditions of your Institutional Review Board (IRB) approval, as detailed in the 
September 27, 1999 approval letter. 
Please remember that this approval is in effect for one year (9/27/99 - 9/27/00) and if at the end 
of that time there have been no substantive changes to the approved methodology, you may 
request a one year extension of the approval period. 
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